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WASHINGTON STATE

CHILD CARE ISSUES STUDY

In its 1986 regular session, the Washington State Legislature passed

EHB 1656 (codified as RCW 41.04.385 RCW) relating to day care needs of

State employees. This legislation required the Higher Education and

State Personnel Boards to study their governing statutes and adminis-

trative rules and to coordinate and submit a joint report to the

Legislature containing the results of these studies. This report is

submitted to the Legislature to satisfy that legislative requirement.

Questions or comments regarding this report may be directed to any of

the individuals listed on the reverse of this par
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ENGROSSED 11011S1 DILL ND. 1634

State .f siablegtas 46th Legislature lad Regular Session

by Representatives Weald. Nankin.. Saltier. O'Srlea. eta.
Jocasta. Cole. Stelae. Miller. Long. Allen. Osy. Denim. Wang.
Leonard. Whaley. R. Sing. Leda. Lux. ineeberry and Todd; by

rawest of Governer Gardner

had first time 1/21144 and referred to Committee a Siete

Goverimeet.

1 AN ACT Relative to day care for state employees: adding a of

2 settles to chapter 41.04 RCN: and creating a mew section.

3 SL IT ENACTED NV TIE LEGISLATURE OF TNE STATE OF MASNINGTCw:

4 IRS swim. sm. 1. A new action Is added to chapter 41.04

3 OCR to reed an rollers:

6 The leelolature finds that 11) demographic. economic. and social

7 trends underlie Critical and intrusion demand for child day care

$ is the state oF Washiestem: (2) 'merinos pereets sad their tinier's

benefit Wes the employees' child tare seeds have bass resolved; sad

10 (3; the state of Washington should serve as a model employer by

11 cresting a soppletflo stempliere. to the ',mat feasible. is which

12 its employees may meet their child day can coeds. The legibleture

13 fiedc further that resolving employee child day care cacerns not

14 sely beafits the employees she their cbildree. but may benefit the

13 employer by reducing lbseetatism. increasing employee productivity.

14 improving usual.. aid gaieties the employer's polities in recruiting

17 sad retaining employees. Therefore. the legislature declares that it

IS is the policy of the state of bashieston to assist state employees by

Id avenge a supportive stmaphere in Mich they may eat their child

20 day cars seeds.

21 Nth 51CTICW., Sec. 2. (1) The state personnel beard crested

22 seder chapter 41.04 NCI shall study chapter 41.04 RCS and oiler

23 appropriate statutes and the roles adopted to implement this is order

24 to !Notify eras when state lair and ednimietrative rule could be

23 emdified to recess's* the importance of child day are and to create.

24 a apartive atmosphere is which state eateries my nest their needs

27 for child day care. Where appropriate. the board shall adopt or

20 mad Its rules is order to permit add alcoursge New, heads to

-1. EEO 1434
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Sec. 2

I carry out the purposes of this act.

2 (2) The higher education personnel herd created under chapter

3 206.16 0d *hall study chapter 261.16 SDI and other appropriate

4 statutes and the rrles adopted to implement them is order to identify

6 Gress where state law sad OftisliStTstive rues tould be modified to

6 recognise the luportaece of child day care and to create a supportive

7 atmosphere la watch state employees msy meet their needs for child

6 day care. mere appropriate, the board shall adopt or mead its

rules is order to permit and encourage agsncy heads to carry out the

10 purposes of this set.

it (3) The studies reedired under subsectloes (1) and (2) of this

12 sortie* shall include. but not be limited to. cossideration of job

:3 sharing and part.time employment, fleitiwe and other alternative

II work schedules. fleaworkplace opportunities. leave policies.

IS erieetstioe and training ree4rdiag personnel practices relating to

16 work*** permit concerns. and the potential for developiag state

17 **formation and referral services.

16 (4) The state personnel board and the 'higher education personnel

JO beard shall toordisate and submit joist report containing the

20 results of the studies required 'leder this settirm. The report shall

21 include description of the rules that have bees adopted or modified

22 or those proposed for adoption or modification. sad recommended

23 changes or additions to state law necessary to carry out the purposes

24 of this act. The report shall be submitted so later than October 30.

INS. to (a) the governor. and (b) the chief Clerk of the house of

26 representatives and the secretary of the senate ft submittal to and

27 review by the appropriate standing clamittees of the legislature.

EMS 1656



BACKGROUND

Legislation

The Legislature, in its 1986 regular session, passed EHB 1656 (codified

as 41.04.385 RCW) dealing with state employee child care issues. In

that legislation, the Legislature stated that:

"(1) demographic, economic, and social trends underlie a critical

and increasing demand for child day care in the State of Washington;

(2) working parents and their children benefit when the employed;'

child care needs have been resolved; and (3) the State of Washington

should serve as a model employer by creating a supportive atmosphere,

to the extent feasible, in which its employees may meet their child

ely care needs. The Legislature finds further that resolving

employee child day care concerns not only benefits the employees

and their children, but may benefit the employer by reducing absen-

teeism, increasing employee productivity, improving morale, and

enhancing the employer's position in recruiting and retaining

employees. Therefore, the Legislature declares that it is the

policy of the Mate of Washington to essist state employees by

creating a supportive atmosphere in which they may meet their child

day care needs."

This legislation required the Higher Education and State Personnel

Boards to study their appropriate statutes and the rules adopted to

implement them in order to identify areas where state law and adminis-

trative rule could be modified to recognize the importance of child day

care and to create a supportive atmosphere in which state employees may

weft their child day care needs.

Methodology

1. Higher Education Personnel Board

The Higher Education Personnel Board's (HEPB) study involved a

two -fold approach. The state's twenty-nine higher education insti-

tutions provided input relative to current practices and potential

rule revisions through their responses to the child care issues

survey questionnaire. A meeting between HEPB staff and interested

parties provided employees with an opportunity to express their

concerns.

2. State Personnel Board

To carry out the legislative mandate, the State Department of

Personnel also used a two-fold approach. (1) An extensive chid

care issues survey questionnaire was mailed to fcrty Civil Service

agencies for their perspective and input; and (2) "brown-bag"

discussion sessions were held with state employees on Capitol

Campus in order to gain employee input.

7
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SUMMARY OF FINDINGS AND RECOMMENDATIONS

The following is a brief summary of the legal provisions, institutions'

practices, and employee considerations relating to accommodation of state

employees' child day care needs. Proposed modifications to Higher Education

Personnel Board (HEPB) rules and other recoemendations are also included. The

rule modification are covered in greater detail in the Conclusions and

Recommendations section of this report. This summary pertains only to those

institutions and employees under the jurisdiction of the Higher Education

Personnel Board as authorized in state higher education personnel law, Chapter

28B.16 RCW.

LEAVE FOR PURPOSES RELATING TO CHILD CARE

HEP3 rules contain provisions which allow employees to use vacation leave,

sick leave, and leave of absence without pay for child care purposes. As

written, the current rules allow the institutions a substantial degree of

independence in the administration of rules. In practice, some institutions

are more flexible than others in rule interpretation and application. It is

proposed that rules be modified to ensure more equitable and consistent

treatment of employees.

Seniority does not continua to accrue during a leave of absence without pay

for maternity/child care purposes. Most institutions are opposed to any

changes in the current provision for seniority accrual.

The economic situations of many institutions preclude allowing all employees

to ictersperse a leave of absence w'thout pay with vacation leave and sick

leave in order to remain in pay status and therefore continue health care

coverage. It is recommended that the Legislature provide funding to allow

health care coverage to continua at the institutions' expense for all

employees on unpaid leave for maternity/child care purposes.

REEMPLOYMENT OF PERSONS WHO RTSIGN FOR CHILD CARE REASONS

All former employees who have terminated for any reason are treated the same.

Rules do not provide for a special reemployment eligible list, and if

reemployed, seniority is not reinstated for individuals who have terminated

employment for child care reasons. Most institutions supelort existing rules.

Changes to the current provisions are not proposed.

JOB SHARING AND PART-TIME EMPLOYMENT

REPS rules contain provisions for part-time employment but do not explicitly

address job sharing arrangements. Both part-time and shared positions do

exist among classified employees. Part-time positions and job sharing

arrangements result in increased costs to the institutions. The cost of

employer paid insurance benefits remains constant whether an employee works

twenty or forty hours per week; i.e. each twenty hour employee receives full

benefits, thereby raising the institutions' expenses. Therefore, institutions

are less likely to approve of such positions. Staff will propose rules to



address job sharing. It is recommended that the Legislature provide funding
to institutions to provide for the increase in costs.

FLICE-TIME AND FLEXIBLE WORK PLACE OPPORTUNITIES

41.04 RCM directs state agencies to utilize flex-time schedules to the maximum
extant posiible. Several institutions have established policies sad
iMplemedted flee -time schedules where feasible. Flexible work place options
are not currently offered to employees. However, some institutions did
indicate that such a concept may be applicable to a limited number of
positions. Further study of the feasibility of flexible work place options
may be appropriate at those institutions. Staff will propose that flex-dame
schedules and flexible work place opportunities be addressed in the rules to
encourage greater utilization.

INFORMATION AND REFERRAL Sliarico,s

Some institutions are able to provide child day can information and referral
on an informal basis. Other institutions indicate that community sources
appeared to be adequate in meeting employee needs. Institutions do not have
the necessary resources available to develop information and referral
services.

CHILD DAY CARE CENTERS

Twenty-five child care centers are located on state university and college
campuses. Approximately fourteen of these centers offer services to employees
on a space-available basii. It is recommended that where appropriate,
facilities be expanded to allow for more employee utilization.

COMMUNICATION CF PROVISIONS

There is no uniform method used to ensure that all employees and management
personnel are fully informed of rule provisions and policies which relate to
working parent concerns. HEM staff will ensure that pertinent rules are
identified as such in the HEPD mist index.

Good personnel practices would indicate the reed for institutions to
methodically disseminate all applicable information to personnel through
written materials and informational seminars where appropriate. This
information night also include a listing of any community child care
information and referral services available.

10
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SUMMARY OF FINDINGS AND RECOMMENDATIONS

The following is a brief summary of the legal provisions, agency practices,

and employee considerations relating to accommodation of state employees'

child day care needs. Suggestions for further action are also included.

This summary pertains only to those state agencies and employees under

the jurisdiction of the State Personnel Board as authorized in 41.06 RCW

and Chapter 356 WAC (the Merit System Rules). These cunclusions are

discussed in greater detail in the Conclusions and Recommendations Section

of this report.

A. LEAVE FOR PURPOSES RELATING TO CHILD CARE

The Merit System Rules contain several provisions allowing paid and

unpaid leave to be taken by employees for child care reasons. As

employers, agencies tend to be quite permissive in granting leave-

without-pay (LWOP) for child care reasons. However, there is

considerable inconsistency among agencies in the granting of paid

sick leave for child care purposes, particularly when used in

conjunction with LW'

It is recommended that the Merit System Rules be revised to clarify

the conditions under which paid sick leave may be used for child

care reasons, particularly for use in conjunction with child care

LWOF. Such a change should reduce the potential of inequitable

treatment of employees across agency lines.

Other findings show that employees on LWOP for child care reasons

(i.e., maternity/paternity leave) do not necessarily receive insurance

benefits nor do they accrue seniority credits. Almost all agencies

allow employees to use at least one day of paid leave per month

during LWOP in order to retain insurance benefits. Agencies are

divided on the question of whether seniority should continue to

accrue during such LWOP.

B. REEMPLOYMENT OF EMPLOYEES WHO RESIGN FuR CHILD CARE REASONS

Employees seeking reemployment with the state after resigning for

child care reasons are treated no differently than others who seek

reemployment. Also, if such employees are reemployed, their seniority

is not reinstated. Most surveyed agencies voted against the establish-

ment of priority reemployment rights for former employees who

resigned for child care reasons. Approximately one-half felt that

seniority should not be reinstated if the employee returns to work.

C. PART-TIME EMPLOYMENT AND TANDEM EMPLOYMENT (JOB-SHARING)

The Merit System Rules clearly allow for part-time and tandem

employment. Most agencies indicate flexibility in allowing such

working arrangements, but have no formal policies concerning such

use. The use of tandem employment is not nearly as widespread as

part-time employment.



D. FLEXIBLE WORK SCHEDULES (FLEX-TIME)

The Merit System Rules and RCW 41.04 require agencies to develop
appropriate flex-time work schedules. Most agencies have such
policies and a large number of employees use flex-time. No change
in current provisions is recommended.

E. FLEXIBLE WORKPLACE

There is no specific mention of flexible workplace in the Merit
Syst&i Rules. The few agencies using such an option do so on a
very limited basis.

Specific provisions in the Merit System Rules for flexible workplace
might encourage creative and increased use. Also recommend that
the viability and cost/benefit of flexible workplace utilization be
further studied.

F. COMMUNICATION OF PROVISIONS AND POLICIES

There are no uniform, regular means by which all employees and
supervisors are fully informed of the provisions existing in statute
and rules for accommodating working parents' child care concerns.
Recommend that the Department of Pesonnel design explanatory brochures
or other written material to he shared with all employees on a
routine basis. These might be supplemented by informational seminars

as appropriate.

G. INFORMATION AND REFERRAL SERVICES

There are no provisions in the current system for referral services
for employees looking for day care providers. This issue was net
specifically addressed by the agencies nor employees responding in

this report. More thorough research is recommended.

H. EMPLOYER-SPONSORED DAY CARE FACILITIES OR DAY CARE SUBSIDIES

A self-supporting day care center for children of state employees
was established in RCW 41.04 as a pilot project. The center is
located on the capitol campus with a very limited capacity of 29
children. Recommend expansion of center.

Agencies and employees offered comments in support of providing
more day care facilities for employees' children and/or subsidizing
day care costs, perhaps in the form of a cafeteria benefit. Payroll

deductions for day care costs was also mentioned.

Thorough research of this issue was beyond the scope of this study.
However, the comments received are included in the main body of

this report.

12



FINDINGS

PROVISIONS/PRACTICES/PROPOSALSSURVEY

All twenty-nine state higher education institutions responded to a su Arty

questionnaire which requested input on several Higher Education Personnel

Board (HEPB) ivies related to corking parent concerns. The level of top

management Involved in the preparation of survey responses varied from

institution to institution.

The following summarizes the current provisions of applicable HEPB rules

(Title 251 MAC); the institutions' practices in administering these rules; and

the institutions' responses to proposals for rule modifications. A

representative sampling of the institutions' comments are incluued where

appropriate.

MATERNITY LEAVE

Rules

251-22-070 VACATION LEAVEUSE.
(1) Vacation leave may not be taken until an employee has completed six months

of continuous employment. An employee bringing an accrued balance from

another state agency may use the previously accrued vacation leave during

the institutional probationary or trial service period.

(2) All requests for vacation leave must be approved by the employing official

or designee in advance of the effective date.

(3) Vacation leave shall be scheduled by the employing department at a time

most convenient to the work of the department, the determination of which

shall rest with the employing official. As far as possible, leave will be

scheduled in accordance with the wishes of the employee in any amount of

the total of his/her earned leave credits.

(4) Paid vacation leave may not be used in advance of its accrual.

251-22-110 SICK LEAVEUSE.
(1) Sick leave shall be allowed an employee under the following conditions:

(a) Because of and during illness, disability or injury which has

incapacitated the employee from performing required duties.

(b) By reason of exposure of the employee to a contagious disease during

such period as attendance on duty would jeopardize the health of

fellow employees or the public.
(c) &MAWSe of emergencies caused by serious illness in the immediate

family that require the employee to provide immediate necessa y care

of the patient or to make arrangements for extended care. /mediate

family shall be as defined in VAC 251-22-112. The personnel officer

may authorize sick leave use as provided in this subsection for other

than immediate family. The applicability of "emergency," "necessary

car." and "extended care" shall be made by the personnel officer.

(d) Because of a death in the immediate family of the employee that

requires the 4ValitiMCO of the employee in making arrangements for

interment of ',:he deceased.

(e) For the purp,Jse Of medical, dental, or optical appointments, if

1
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arranged in advanced with the employing official or designee.

(2) Sick leave may be granted for condolence or bereavement.

251-22-111 SICK LEAVEREPORTING WAIF/CATION.
(1) Employees shall report illness or disability to the immediate supervisor

at tho beginning of any period of sick leave and dally thereafter unless
prearranged.

(2) Upon returning to work, the employs. may be required by the employing
official to submit a written statement or medical certificate explaining
the nature of the disability.

251-22-115 MATERNITY LEAVE.
Maternity leave shall be granted for the period of time that a woman is sick
or tewporarily disabled because of pregnancy or childbirth. Accrued sick
leave may %e used during the temporary disability resulting from pregnancy.

251-22-200 LEAVE OF ABSENCE WITHOUT PAY.
(1) Leave of absence without pay may be allowed for any of the following

raasoas:

() Conditions applicable for leave with pay;
(b) Maternity leave;
(c) Educational leave;

(d) Leave for government service in the public interest;
(e) To accommodate annual work schedules of employees occupying cyclic

year positions as specified in VAC 251-18-381.

(2) Requests for leave of absence without pay must be submitted in writing to
the employing official or designee and must receive the approval of both
the employing official and the personnel officer.

(3) Leave of absence without pay extends from the time an employee's leave
commences until he/she is scheduled to return to continuous service,
unless at the employee's request 01 employing official and the personnel
officer agree to an earlier date.

(4) Vacation leave and sick leave credits will not accrue during a leave of
absence without pay which exceeds ten working days in any calendar month.

(5) A classified employee taking an appointment to an exempt position shall be
granted a leave of absence without pay, with the right to return to
his/her regular position, or to a like position at the conclusion of the
exempt appointment; provided application for return to classified status
must be made not more than thirty calendar days following the conclusion
of the exempt appointment.

.51-22-210 LEAVE OF ABSENCE -- DURATION.
Leave of absence without pay shall not exceed twelve months except for
educational leave which may be allowed for the duration of actual attendance
and leave for government service in thi public interest. Leave of absence
without pay may be extended for an additional twelve months upon signed
request of the employee and signed approval of the employing official or
designee and the personnel officer. Additional leave of absence without pay
may be approved by the personnel officer.



251-22-220 LEAVE OF ABSENCE -- EMPLOYEE RIGHTS.
Employees returning from an authorized leave of absence shall be employed in

the sari position or in another position in the same class in the same

geographical area and organizational unit, providing that such reemployment is
not in conflict with rules relating to reduction in force.

Summary of Institutions' Practices

In accordance with WAG 251-22-115, institutions grant maternity leave for the

time period that a female employee is sick or temporarily disabled due to

?regnancy or childbirth. Use of accrued sick leave is authorized for the
duration of the disability period. If !In employee has not accrued sufficient
sick leave, vacation leave and leave of absence without pay may be authorized
for maternity leave. If an employee desires additional time off beyond the
period of disability, use of accrued vacation leave or leave of absence

without pay may be granted on the basis of tha employing department's ability
to maintain effective operations during the employee's absence.

With one exception, survey responses indicate that institutions limit the

duration of sick leave use for maternity leave only by the amount of sick
leave accrued; according to the attending physician's written recommendation;
or to six weeks, unless the attending physician certifies that additional time
is required for recovery. One institution stated that sick leave use is

normally limited to two weeks. However, if the employee believes this to be

an inadequate time period for recovery, additional sick leave usage is

authorized.

Survey Question

Would your institution support a rule change to allow employees to use all
accrued sick leave during maternity leave absent any disability or illness?

** No Yes No position
UW & WSU 2

Other 4 Year Institutions 3 1

Community Colleges 17 3 3

A sampling of the institutions' comments follow:

- Sick leave is intended to provide a protection against illness, injury,

and/or other disabling conditions. To expand its usage to cover

non-disabling situations may leave its intended purpose uncovered. Also,

lengthened sick leave usage extends the period of time the college must

either: (1) make-do with temporary help (normally there are no funds for

this), (2) put extra load on other employees (although glad to help out

**

Approximately 66% of all classified staff are employees at the UW and WSU.

The balance are roughly equally divided between the other 4 year institutions

and community colleges.

3
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for the short run, they begin to resent it over time), or (3) curtail
services until the employee on maternity leave returns. None of these are
&liftable alternatives.

- Alloying a chscPan class of employees to use sick leave absent any
lio4414r7 or 411Resm is discriminatory.

- This wmp44 pecessitato policy Which would allow fathers to use accrued
sick tO4v0 iA poorp#7 leave situations.

- Yes, but the length pf time away from the 40 should 1e a consideration.
Just because seasons has 12Q days of sick leave doesp't mean a leave of
that lengt4 ie Justified.



SENIORITY ACCRUAL DURING UNPAID LEAVE

Rules

None applicable. However, HUB rules provide that leaves of absence without

pay scheduled for cyclic year positions shall be included when calculating

layoff seniority for these employees. That time spent on a leave of absence

without pay for maternity/child care purposes is not credited towards

seniority accrual.

Summary of Institutions' Practices

Not currently an institutional practice.

Survey Question

Would your institution support a rule change to allow accrual of seniority

during unpaid maternity leave?

No
UW & WSU 2

Other 4 Year Institutions 4

Community Colleges 13

Yes

6

No position

A sampling of the institutions' comments follow:

4

Before we add or modify rules to provide additional benefits to maternity

situations, the entire paid leave and leave without pay philosophy and

concept should be reviewed.

No. Failure to provide all employees with such an opportunity would be

tantamount to discrimination.

No. All leaves of absence without pay should be treated the same.

If seniority were allowed to accrue during maternity leave, a maximum of

three months leave without pay would need to be established as a limit.

An analysis of the impact of child care on retirement credit would need to

be completed. Changes in the retirement rules to allow for child care

credit would be needed.

Yes, if there is a reasonable limitation on the length of maternity leave.

I would think for someone who intends to maintain employment with an

agency that 90 to 120 days should be sufficient for maternity leave. I

probably wouldn't quibble over six months. Under these circumstances the

accrual of seniority is acceptable.

5
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LEAVE USE FOR CHILD CARE EMERGENCIES

Rules

251-22-116 SICK LEAVE - -USE.

(1) Sick leave shall be allowed an emplOyei under the folioWing Conditions:.
(a) *ails* of add dUking' illness, _disability Or injury Which has

ibcapicitated the employee from peifOrding requited dirties.
(b) By teekbh of exposure of the employee to a cOniagteus disease during

period as attendance on duty would jeopardize the health of
fell* emOioyees Or Ow public.

(c) Meads* of etergebties caused by serious hides/ in the immediate
Wilj that reqUii* the employee to provide immediate necessary care
of the- patient or to makearradgelents.fot extended Cato. Immediate
tinily /hill be as defined in WAC 251 -22 -112. The personnel officer
het antho/ize lick leave use as pkovided in this subsection for other
thakimmediata flail*. The applicability of eamergincylm.nnecessily
Cate and anktendedtare shall be nada by the personnel Officer.

(a) Seca* of a death in the immediate faii4 of the employee that
*mires the Assistance of the employee it: making arrangements for
interment Of the deiaised.

(e) Per the purpose of medical, dental, or.opticii appointments, if
arranged in adVanied with the employing offitial or designee.

251-22-11i.SICk EVE--REfORT1NC--VERIFICATION.
(1) Employees shall report illness or disability to the immediate supervisor

at the beginning of Any period of sick lea= and daily thereaftet unless
preirtangea.

(2) Wad tett/thing to work; the employee may be required by the employing
official to submit a written statement br medical certificate explaining
the nature of the disability.

251-2/412. BEREAVEREMIEAVE.
Sick leave in addition to that as provided in WAC 251-22;100 shall be granted
for beitamiement as fdi/Owe:

(1) One day of bereavement leave shall be granted for each death in the
ibmediate fenny., Bereavement leave may be extended to d maximum of
three days 4Ith the approval of the employing official and the
pereOndel officer:

(2) For the purposes Of this rule; the immediate fiiily is defined as
mother. Whir, Sister, brothel, mother-in-law; father-in-law;
hUsband, Wife, children, grandparents, and grandchildreh,

Sumiar* of Institutions' Practices

In accordant* with VAC 251-22-110(1)() ; institutions allow employees to use
sick lea46 when a child's serious illness causes the employee's absence from
work. gesponeis to the following survey question indicate that some

institutions are ibie flexible in the application of this rule thin others;
i.e: the condition/ under which leas is grahted and/Or the period of time for
whidh it is granted Varies between institutions.
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Survey Question

How does your institution ppply WAC 251-22-110(1)(c) to allow sick leave use

for child care emergencies?

A sampling of the institutions' comments follow:

The interpretation and application of WAC 251-22-110(1)(c) at the present

time is a judgment of the employee's supervisor. Since these are very

short term absences, they are handled by supervisors as other requests for

sick leave. We do not currently have an institutional policy as to what

constitutes "emergencies."

Frankly, we sometimes turn our heads to what we know to be infractions of

the rule's stated provisions. The rule says sick leave may be used for

"emergencies caused by serious illness in the immediate family that

require the employee to provide immediate necessary care of the patient or

to make arrangements for extended care." There is no real way to police

whether we are dealing with emergencies.

Such use of sick leave is limited to one day per occurrence of a child's

illness. If an employee requires mor' time off, vacation leave may be

used.

Employing officials are given leeway to determine when an employee will be

granted sick leave to care for an ill child. We have not encountered any

abuse of this practice.

After the employee informs his/her supervisor of the nature of the

emergency, he/she is usually granted from three to five days of sick

leave.

If the request is for an extended period of time, a physician's statement

is required.

Permits the employee to use sick leave for child care emergencies for

short period of time only. Maximum of two days.

When a child is sick or has a physician's appointment, verification is not
always required but may be.

Sick leave usage is allowed when an employee's child is ill -- does not

allow sick leave for child care unless child is ill.

Use of sick leave is not permitted for child care emergencies (such as a

babysitter's not showing up). This must be charged as annual leave,

subject to the department head's approval, or as LWOP. An employee may,

however, use his or her sick leave for sick child care emergencies.

7
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Survey Question

Should NAC 251-22-110 be revised? If so, in what way?

No Yes No position
UV & VSU 1 1
Other 4 Year Institutions 2 1 1
Community Colleges 16 5 2

A sampling of the institutions' comments follow:

As it now reads, the rule has been both general enough and specific enough
to allow administration to treat employees fairly.

Ws do not sec the necessity for a revisior. It seems to have enough
flexibility to meat the employees and the institution's needs.

No. The rule accommodates the needs of employees and falls within
guidelines for sound and reasonable personnel management practices.

Yes. To allow for the use of sick leave ?or non-illness related
emergencies, including child care emergencies.

Yes. The language has the potential for presenting problems in equity
from unit to unit or college to college.

Yes. Need to clearly define use of sick leave for other family members'
illness.

It could state more clearly whether and/or to what extent an employee may
use sick leave to stay home with a non - seriously ill child.

The current annual and sick leave provisions could be abolished and
replaced with a Personal Leave concept whtch does not differentiate
between absences for illness or vacation, but instead accepts the fact
that employees have a right to be away from their jobs for a given amount
of time if they have secured advance approval (except in the case of
emergency). Those blessed with good health may have more vacation time
available. Those with sick children need not be tempted to claim personal
illness in order to qualify for sick leave; it wouldn't matter who was
sick - Personal Leave would simply be charged and the accrual reduced
accordingly. Distinctions between the proper use of sick or annual leave
would become unnecessary. The total leave accrued under such a plan
should probably be less than the total available now because there would
be more ready access to it.
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CONTINUATION OF SEIB BENEFITS

Rules

251-22-200 LEAVE OF ABSENCE WITHOUT PAY.
(1) Leave of absence without pay may be allowed for any of the following

reasons:
(a) Conditions applicable for leave with pay;
(b) Maternity leave;
(c) Educational leave;
(d) Leave for government service in the public interest;
(e) To accommodate annual work schedules of employees occupying cyclic

year positions as specified in WAC 251-18-381.

(2) Requests for leave of absence without pay must be submitted in writing to
the employing official or designee and must receive the approwl of both
the employing official and the personnel officer.

(3) Leave of absence without pay extends from the time an employee's leave

commences until he/she is scheduled to return to continuous service,

unless at the employee's request the employing official and the peizonnel
officer egret to an earlier date.

(4) Vacation leave and sick leave credits will not accrue during a leave of
absence without pay which exceeds ten working days in any calendar month.

(5) A classified employee taking an appointment to an exempt position shall be

granted a leave of absence without p.y, with the right to return to

his/her regular position, or to a like position at the conclusion of the

exempt appointment; provided application for return to classified status

must be made not more than thirty calendar days following the conclusion

of the exempt appointment.

Summary of Institutions' Practices

There is considerable inconsistency among institutions in allowing use of

vacation leave and sick leave In conjunction with a leave of absence without

pay.

Survey Question

While on leave without pay for family medical situations, are employees

allowed to intersperse vacation leave or sick leave to be in pay status and

therefore continue SEIB benefits?

No Yes No position

UV is WSU 2

Other 4 Year Institutions 3 1

Community Colleges 7 15 1

9



A sampling of the institutions' comments follow:

Employees are allowed ...o be in pay status to contiane SEIB benefit while
on leave without pay.

We have done this in a number or instances where we felt it was
appropriate.

We have dealt with cases on an ad hoc basis to provide SEIB benefits.

In some situations, this may occur. If the leave without pay is for a
lengthy period, self-pay requirements may ba imposed.

Yes, employees are allowed to use vacation leave for a maximum of three
months for a period of leave without pay with a specifi cnding date.

Only personal holiday may be interspersed.

It has been the unofficial policy to allow this practice under extenuating
circumstances as determined by the Personnel Officer. Obviously, we would
want to be reasonable in providing an opportunity for employees to
continue SEIB benefits.

No. As much as possible manipulation of leave to obtain employee benefits
such as SEIB benefits, leave credits, holiday pay, and the like is not
permitted and is controlled by 1) not granting leave without pay if an
employee has applicable accrued paid leave available and/or 2) defining a
period of leave without pay as the time the employee leaves work (or the
employee's paid leave is exhausted) until the employee returns to work.

No. It is a frequently recurring request, but we believe it is an
unwarranted exploitation of SEIB rule which says that if an employee is on
pay status for one day in the month, the institution must pay the premium.
It is also a violation of HEPB rules. In addition, it would take a
hundred dollars of paperwork and administrative time to process the
changes of status for each transaction.

No. In 1985, an employee requesrsd to be on leave without pay status,
except for the usage of one day per month to maintain traurance benefit
coverage. At that time we called the SEIB office for a determination and
we were advised that employees could not intersperse leave accrual for
this, parpose.

No. Employees always make the request but the best deal we give them is
to structure their leave of absence in such a manner that they get
coverage on their first and last month of leave.



REEMPLOYMENT OPPORTUNITIES FOR FORMER EMPLOYEES

Rules

None applicable. However, HEPB rules provide that eligible lists be used for

filling classified position vacancies in the order of priority as listed

below:
Institution-wide layoff list
Organizational unit promotional list
Institution-wide promotional list
Special employment program layoff list

State -wide Layoff list
Interinstitutional employee list
Intersystem employee list
Open competitive llst

Summary of Institutions' Practices

A reemployment eligible list does not exist for persons who have terminated

from service. Open competitive examinations are opeu to all persons who meet

the minimum qualifications for the class. Persons previously employed would

clearly have a distinct advantage over other open competitive candidates due

to their an-the-job experience.

Survey QuestionWould your institution support creation of a new eligible

list designation for employees who resign for child care reasons to allow them

priority reemployment opportunities? If so, over what existing eligible lists

should this list be placed? Under what conditions should former employees

have access to this register?

UW & WSU
Other 4 Year Institutions
Community Colleges

No

2

2

14

Yes

2

6

No poSition

3

Positive rezponses varied considerably, from placing such a list immediately

above the open competitive list to immediately below the institution-wide

layoff list and providing from one to three years access to the list.

Negative comments included but were not limited to the following:

- Competent employees who resign and want to be reemployed do not need

preferential treatment. They would have the greatest chance of returning

to employment because of their excellent previous service. Those without

such a work history should not have preferential treatment, whether it's

for child care or any other such reason.

- Why would those leaving for child care reasons be treated any differently

from those who leave for other positive reasons (getting additional

training, etc.)?

11
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- Employees resign for many reasons, child care being only one. Employees
Choosing to resign from an organization need to constdar the many
ramifications of resignation.

Survey Question

Should individuals reemployed through the above conditions be allowed to
reinstate their former seniority (or some portion thereof) upon return?

No
UW & WSU 2
Other 4 year Institutions 4
Community Collages 12

Yes

7

No position

A sampling of the institutions' comments follow:

4

No. People terminate for all sorts of good reasons. If seniority is
restored for *maternal terminations", it should be restored to others who
terminated in good standing.

All seniority reinstatement should be consistent for all employees.

No. The current rules provide for a returning employee .0 reinstate all
of their sick leave balance within three years and to utilize previous
service towards future vacation leave accrual.

It would seem that criteria for implementation would be a problem.
Questions of how it could be fairly applied where rights to retain jobs
are involved would be a major concern.

If the previous employee is re-employed, there could be some seniority
privileges, perhaps on a 1 -for -2 basis, but I would object to giving full
seniority rights to any individual who quit work for any reason.

Perhaps, but only after the employee satisfactorily completes a six-month
probationary period.

Yes. Pick up all seniority for time worked during employment (but not
include the leave without pay time).
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JOB SHARING AND PART-TIME EMPLOYMENT

Rules

251-01-270 PART-TIME EMPLOYMENT.
Work of twenty or more hours per week but less than full time employment with

an understanding of continuing employment for six months or more.

Summary of Institutions' Practices

Job sharing arrangements and part-time positions result in an increased cost

of employer paid benefits. The cost of insurance benefits is the same for

both part-time and full time positions.A drawback for employees is the

requirement to work at least ninety hours a month to receive retirement credit

under PERS Plan 2.

Data was unavailable for the number of employees working in part-time

classified positions. A limited number of job sharing situations exist among

classified employees.

The following were included in the institutions' comments on job sharing

arrangements:

No separate records of job sharing arrangements are maintained. There are

probably no more than thirty such arrangements throughout the campus.

We have no positions that are assigned as "shared positions"; we have

people who have requested the opportunity to "job share" and in those

cases we have accommodated the requests. All employees were making the

request because of child rearing considerations.

The institution is less likely to approve of shared jobs because of the

additional cost in benefits. The benefits can, in lower paying jobs,

amount to 25% of the salary received. The benefits must come from some

place. The usual place has been from student work study hours or

temporary employee's positions.

Job sharing is a fine concept for employees, and in some cases, for an

employing official. It is expensive since half-time employees receive the

same medical and hospitalization program benefits as full-time amployees.

It is difficult to find, at least in our budgets, an additional $167.00

per month for each "job-sharing" position. Job sharing also can be

difficult because of "continuity" and "coordination" problems, especially

in small offices or units.

Our institution would be more supportive if (1) the additional employee

benefit costs (e.g., insurance contribution, industrial insurance and

unemployment taxes) were recognized and funded at the state lovel and (2)

classified personnel rules (e.g., in selsctiou, scheduling, layoff) were

revised to allow the flexibility required of such arrangements.

13
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FLEXIBLE WORK SCHEDULES AND WORK PLACE OPPORTUNITIES

Rules

None applicable.

Summary of Institution*' Practices

Twenty -five institutions allow flex-Pime schedules to be implemented where
department operations permit. Flexible work schedules seem feasible for some
small institutions Only during the summer months whet campus activity is at
its lowest.

Survey Questicn

What problems, if any have these flexible work schedules created for your
institution?

Comments from thost institutions identifying problems were:

- The single minor problem is that occasionally units have too few -;xployees
available for efficient office coverage.

- The problem faced with the summer flex hours is that staff in some areas
are not available when the need arises.

- Wm are a small place and often we have some units with only one esployee.
That employee cannot receive the same treatment and flexibility as can an
employee who is working in an office with several people to handle the
public =OM. This has caused some resentment in some offices. On the
other hand, in offices where there is only one employee and the
supervisor, employees have been permitted to bring newborns to work. This
has caused resentment in the large offices that cannot permit such to
occur.

The problems that have surfaced are several:
a) PISA requiros accurate record keeping of hours worked. A true
flextime schedule in single shift work units with one supervisor makes it
difficult to monitor an employee's work activities.
b) It is difficult to cover responsibilities and duties required of an
office when it is not known when an employee will report to work or leave
the workplace,
c) FLU.' 'tacit" approval of overtime worked when an employee 'orks
overtime on his or her own initiative.
d) Security problems.
e) Allocation problems.

Soso types of problems are: (1) Some jobs simply do not lend themselves
to a flexible work schedule because it is necessary to cover a particular
work station for a period of time, e.g., switchboard, registr tion desk,
etc. (2) Other employees resent having to accept less desirable schedules
to accommodate the needs of the employee with child care concerns. (3?
The greatest genersi problem is matching institutional needs with

14
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individual worket needs.

- The primary problems have been in the area of record keeping and
reporting. However, these have not been significant.

There are no instances of classified employees utilizing flexible work place

options. However, several institutions believed that such options might be

feasible for positions requiring extensive computer interaction.

15
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WO Ulf CiNTEiN AND INFORKATION/REFERKAL SERVICES

Mlles

NOtie ipplidable.

hamar, of Institutions' Ptactidei

There Are twenty-him child care fagilities located on state University and
dotage campuses. Although these child care centers were established
Otiectity fot student midi appraaidetely fourteen denters enroll a limit.d
thimbef Of empioyeede children as space permits (in some cases this is only
during sUlier montha).

Survey QUestiOn

What it the potential fot &eddying a child cats information/referral service
at your institUtiont

Six institiltiOns reported that employees requiring child care
inforietion/Werrel say be assisted by child care staff or individual
departments, 'Ugh. as Child and Family StUdies lu?artment. Several
institution. stated that commaity 'calmest appeared to be adequate in meeting
employee needs. Other dormant' included the following:

stead be glad to make the infotmatien available to employees if it were
ptovided to us: We do not have staff available to develop such a resource
at this time.

The potential milts if there is funding available. The present funding
models ftoi the state for regular operational necessities do not allow for
this type df fa/ eaployee service without additional state funding.

We feel the bilabial availability of information from Early Childhood
Edttdatidn prairie' staff is adequate for our employee needs. Becatise of
the staff time needed to daireldp and keep up-to-date a formal referral
eetvice, we would net see that as fusible or needed for this campus.

This does not beim to be of a critical nature with our employees. After
tmVibWing the data available to us, out of approximately 170 full time
employees; we addounted or 12 children under the age of five.

Erpidyeei hare a daycare committee seeking to deterring their daycare
optifth and to defetaine the feasibility of beginning their own center.
Ati infOrmation/Werral service Would be a part of their deliberations.

A collided of doncistned lodal organizatiops, including the City of Tacoma
and Pierce cbutity governments, have- been meeting with a long-range goal of
establishing a Child Cervices NetWork. As a first step, their September,
1986 misting agenda will fetus on developing a fhnding strategy to obtain
the $25,000 to $30,000 needed to initiate a one-year information and
referral prajedt, with a proposed starting date of January 1, 1987.
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COMMUNICATION OF PROVISIONS

Rules

None applicable.

Summary of Institutions' Practices

Institutions were asked how employees, managers, and supervisors are made

aware of provisions that relate to parenting concerns. Institutions indicated

that a Lombination of various methods are used. These include communication

with the Personnel Office, policies man als, handbooks, rule distributions,

staff meetings, staff newsletters, :raining sessions, memoranda, and

individual contact with supervisors. Responses which deviated from the norm

follow:

No special effort is made to make employees aware of rules that would

effect them as parents. We attempt to make our employees aware of rules

which affect: them on all subjects, but no special effort is given to this

topic.

Managers/supervisors are encouraged to talk to employees about their

personal concerns. Personnel Officer is consulted where rules affect work

schedules and the like.

We have not adequately communicated the existing provisions. More needs

to be done to inform managers and supervisors of current provisions

available.

Employees receive basic information about all types of benefits. They may

also contact the personnel officer and simply ask about what is available.
Many employees have done that and I assume will continue to do so. There

are also many informal contacts with supervisors, counselors or others who

are aware of what provisions are available. When the questions of

maternity leave arise, most managers contact the personnel office for

additional information to give to employees. All managers/supervisors

receive information regarding leave policies and practices through

meetings and written information. How "informed" all managers/supervisors

are is more difficult to say. These issues have been discussed in a

number of different types of managers' meetings.

However, how well informed an individual manager or supervisor is may

depend on whether or not there is an employee in the group who has needed

the information and the supervisor has pursued the issue in greater depth.
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GENERAL OPINION

Marvell' Question

Does your institution believe that existing rules provide adequate
accommodation to working parents to net their child care needs?

No Yes No position
OW & IMO 1 1
Other 4 Year Institutions 3 1
Community Colleges 2 19 2

A sampling of the institutions' comments follow:

Tisk adults have a host of responsibilities when they choose to be
parent*, Many of these responsibilities are difficult, but I believe
current state rules are reasonable, and that parents who want to find
reasonable solutions for child care and related issues, can do so.

OblitioUsly, it could be made easier if the state were to take over many of
these burdens and pick up the cost, This would seem to me to be a
relatively low priority in view of all the important human needs that are
durrently unmet.

licisting rules provide adequate aocommodation to working parents' needs,
other than providing for the funding of an adequate child care facility.

sincerely believe that existing HIPS rules provide adequate
accomodations to Working parents to meet their child care needs. Since
admit* to work for this college 13 years ago I have had 3 maternity leaves
and have had to take eff time from work to accommodate children's
illnesses and haepitalisatiota and feel the State has provided more than
adequate benefits to MMus' this. Possibly what has made it easier for as
is that odr college is liberal and caring when it comes to taking care of
the heeds of an employee's famili, Perhaps this is not so at other
institutions.

Generally, yes, Ne suggest, however, that the term "vacation leave" be
changed to "annual leave or *personal lam* and child care emergencies
be listed as a use appropriate to this leave class, or that sick leave be
espanded to provide for child care emergencies or that a provision be made
allowing conversion of aceumulated sick leave into "child care leave" upon
request and approval of appropriate individuals.

Yes. when such floodlit are balanced against the college's (taxpayer's
needs). The mission of our colleges is to educate our students. If these
special deployed benefits can be provided without impeding that mission,
that's wonderful; but the education of our students must remain the
collige'd first priority so long as that is our mandated mission.

Today's rules Sr. hot structured: to Tumide adequate accommodation.
Institutions can find ways to provide adequate accommodation: however, the
rules were developed following old and stv.called traditional patterns.
Ilsr current work force is different, i.e., we have more single parents or

le-
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households with both parents working. Pressures of the work place and

pressures of family life stretch some employees pretty thin, resulting in

poor work iL some cases and increased emotional stress in most all cases.

This university supports the creation of an environment where the needs of

working mothers are taken into account. However, in general, we believe

the present rules are broad enough to accommodate the flexibility needed,

so long as management is sensitive to the problem.

It is possible that no institution ever gives enough accommodation to

working parents. However, in comparison with many business organizations,

I believe that ws do a great deal more than most organizations to

accommodate employees both with sick leave, other kinds of leave, and

other ways of working out schedules and accommodations. In order to

seriously provide "adequate" accommodation this would appear to require

considerably enhanced states and/or federal support.

No, the existing rules do not provide adequate accommodation to working

parents to meet their child care needs. The current emphasis is on

illness (of the child) and disability (of the mother due to

pregnancy/childbirth). No leave policy specifically addresses the

day-to-day parenting concerns of our employees.

No. We believe that MAC 251-22-110(c) is an example of a rule that

parents may feel does not adequately accommodate their child care needs.

We feel there may be other such restrictions that merit exploring, but

recognize such a study would involve greater detail and input from other

sources than can be addressed in this questionnaire.

No. Women are often threatened with disciplinary action because of

excessive absenteeism. Because of the rules that don't provide for taking

sick leave to stay home with sick children, women must say they are ill.

Since we provide a finite number of hours per year for sick leave now,

changing the name of it to "personal leave" will not create new costs for

state funded institutions but will be a cost item for self-supporting

organizations. Since both the University of Washington and Washington
State University are sore than 500 nonstate funded it is accurate to state

that any change to the current policy will be a sizable cost to Higher

Education.

Survey Question

Are there any other additional suggestions or concerns your institution would

like to have conveyed to the Legislature?

- Main problem of not having day care centers for shift work. Need to

establish consortium agreements with other state and private agencies to

establish child care centers for all three shifts. Example: Consortium

of the hospitals, schools, industry, in each community of 100,000 and

over.

- Many lower paid employees find it increasingly difficult to fund

affordable day care facilities that are conducive to child development.
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Some employers have found it necessary to add day care facilities for use
by their employees. Other employers may not be able to offer such
facilities because of costs, including liability for safety. The
Legislature may wish to consider the development of community day care
facilities paid for by a combination of employer, labor and employee
contributions. Until our socio-economic condition changes, tnere will be
an increasing need for day care facilities.

Since HAM and DOP are surveying institutional practices for potential
revision to Civil Service Law, comments have generally been restricted to
that employee constituency. However, if revisions are made to Civil
Service Law which address child care needs, it is hoped that care will be
taken to insure that other employee groups will be afforded the same
benefits.

If more paid time off or other additional benefits are going to be given
to higher education employees, then more funding should be given to cover
the additional staffing it will take to accommodate the work loads. There
are other issues which are of a higher importance to a larger percentage
of employees where more state dollars can be placed than child care.

We certainly support the Legislature's recognition of creating a model
environment for meeting emp/oyee's child care needs. It is tremendously
important, however, from the institution's perspective that these needs
not be met simply by creating new rules that leave programs unfunded but
require employers to accommodate.

I have great concern about the .implications of this survey. As an
employer, I want to be sensitive and understanding to the personal needs
of our employees, including those have to do with child care. For several
years, however, our institutions haise struggled to continue to provide the
kinds of services expected with resources which have declined and have not
kept up with inflation. I certainly hope the Legislature does not
authorize extensive child care services for employees when there ere so
many important human needs that are being less well met than they should
be for those already enrolled in our institutions. Even if the
Legislature were to appropriate some money for some of these services,
history would suggest that there would not be enough to carry out all of
the functions., required. The institution would have to absorb some of
these costs. I certainly hope this does not happen.

This institution believes its primary mission is to educate students. We
hire employees (faculty, administrative, and classified staff) to support
that primary mission. State employees, particularly faculty and
classified staff, have an outstanding fringe benefit program, which
includes generous sick and vacation leave policies, leave without pay
policies, job security, paid health and dental care programs, holiday
schedules and salary scheduler that aren't too bad, all things considered.
Perhaps the whole benefit package should be reviewed and a new program
developed. Such a program might offer "paid personal leave" as an
alternative to discrete sick and vacation leave accrual programs. This
would have implications regarding the current employee attendance
incentive program and the annual leave cash-out programs. It may be that
we are spending too much on certain, current programs and not enough on
others.
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I object to this emphasis being placed on one social issue. If we want to

change our system we need to realize that some of our employees are

parents of young children. Much more of a concern as evidenced by Olympic

College employees' situations is the issue of the care of aging parents.

Let's support a fringe benefit package that gives choices to all

employees.

The birth rate is not significantly increasing in Washington State and the

majority of employees are not involved with the issue of daycar., child

care, etc. If we were to give women enough money in their pay checks they

could find a day care situation to accommodate their job responsibilities.

The issue that is extremely important is that of women working part time

and not receiving any retirement benefits unless they are working more

than 90 hours per month. Most of the people who work for higher education

in staff positions are women. This is a larger group to serve than just

those needing child care.

We would not like to suggest by any of these responses that this is the

primary goal of higher education for any new money that may come from the

legislature. All of higher education has funding problems and the lag of
salaries behind the private sector is a continuing problem for all of us.

Therefore we should not lose sight of the small numbers of people to be

served by a change in rules and regulations for daycare purposes. If no

additional funding accompanied the change in rules and regulations, I

would be against any change at this time.

It is our belief that child care requirements may differ significantly

from the urban to the rural location. If a program is structured either

by legislation or regulation, it should be cognizant of this factor and

have sufficient flexibility that it works in Pullman as well as Olympia.

We arc concerned about the very minimum standards which are observed by

the state for licensing day care centers and the lack of adequate

educational standards for the training of day care workers. As a

consequence, we would view without enthusiasm a move by the legislature to

establish day care benefits for state employees without the establishment

of acceptable standards for their care. We believe particularly that the
establishment of a "voucher° system under such conditions would be a gross

miscarriage of good intent should day care assistance be mandated. We

suggest that certain state institutions which have the necessary expertise

and experience be designated as providers for state employees in those

areas where it is practicable. We believe that only in this way can we

guarantee the proper utilization of state resources.

Paternity leave and adoptive c
issue.

re leave should also be considered as one

The legislature should be aware of the replacement costs for people on

extended paid leave and the cost of hiring replacements. The community

colleges have the mission of providing education; child care costs should

not further erode our ability to accomplish our primary mission. Since

the majority of the employees could not afford leave without pay, the

legislature should consider funding the cost of establishing high quality
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Can facilities, Students end employees could share greater benefits at a
lesser total investment:

Lenient granting of sick leave can be more of a disservice to employees
than a benefit. Child care sick leave coupled with a major illness could
useeSSitste taking leave without pay. For single parents this is more
likely to happen. &MIMI.= balance (perhaps 20 days) should he apt o4
the books, rather than let an employe* exhaust ell sick leave for Ihild
care/maternity leave.

If benefits are expanded they must be funded by additional state
appropriations. There is no money within existing budgets to cove' am
ificreseed costs,
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EMPLOYEE INPUT

Employees and labor organization representatives expressed their concerns

relative to EBB 1656 during a meeting with HEPB staff on July 15, 1986 at

Harborview Medical Center, Seattle. These concerns are grouped into four

categories according to the type of action appropriate for resolution.

Rule Change

Absenteeism resulting from parenting responsibilities may be viewed as

being excessive or an abuse of sick leave and therefore, cause for

disciplinary action.

Management is too restrictive
emergencies involving dependents.
considerably from management's as

use and duration of the time

situations.

in authorizing sick leave use for

An employee's perception may differ
to what situations warrant sick leave

period necessary to deal with such

Locating a care provider for a sick child is not always possible. An

employee should be allowed to use sick leave to care for a sick child

regardless of how "seriously" ill the child may be.

Seniority should continue to accrue during a leave of absence without pay.

Today, male parents are taking a more active role in parenting. 'Leave

policies should reflect this.

Management Sensitivity

Several members of the University of Washington's health care staff must

work rotating shifts, extended shifts, and sporadic weekends. This

situation increases the difficulty of locating child care, especially "off

hours" child care.

Short notice of schedule changes precludes many employees from making

adequate child care arrangements. These parents are forced to choose

between reporting to work or leaving children unattended.

Management could be more understanding when an employee's absence is due

to parenting responsibilities.

Employees on leave should have
seminars.

access to training/skills building

Additional problems confront working parents when school age children are

on vacation during the school year and summer.

Additional Funding

- Other Seattle area hospitals currently provide, or are planning to provide

on-site child care facilities for staff use. The University of Washington

hospitals should also establish such facilities. Problems might otherwise

arise with recruitment and retention of qualified nursing staff.
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ihiployer paid health cats benefit* should continue during a leave of
iftehca nithott pay for katetnity/Child care purposes.

Solve mien would return to work sooner after childbirth if given the
opportunity to work its comparable position either part-time or in a job
*haring arrangedent.

Mama to at up to date information/referral service would benefit many
employees,

geMindig directed at assisting employees with parenting concerns would be
of Vane.

Legislative, Action

Availability of affordable, duality child care has decreased as a result
of state insurance requirements.

Sick lea* could be eliminated and replaced with personal leave.

Employees *odd then not heed -o claim personal Illness when other reasons
cause their absence hint work; e:g. hodseriously ill children or the
absence of A child care pttuidar.

- Al trade -off id benefite felt low cdit aft-site child care or vouchers would
aid in alleviating what are for many employees prohibitive costs of
Quality child tare.
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PROVISIONS/PRACTICES/PROPOSALS--SURVEY

A survey questionnaire was mailed to 40 state agencies requesting their
input on a multitude of child care-related portions of the Merit System

Rules; 32 responses were returned. The responding agencies represent
both the very small (e.g., Hospital Commission) and the very large
(e.g., Social and Health Services); with many medium-sized agencies.

The following summarizes the current provisions of the Merit System
Rules (Chapter 356 WAC); the agencies' practices in administering those
rules; and the responses to proposals for revising the rules.

1. NEWBORN-ADOPTIVE CHILD CARE LEAVE

Merit System Rules

356-18-140 Leave Without Pay

(1) Leave without pay may be allowed when such leave will not
operate to the detriment of the State service.

Leave without pay may be authorized for any reasons applicable

to:

A. Leave with pay . . .

C. Newborn or adoptive child care leave as provided in

MSR 356-18-150 . . .

Authorized leave without pay shall be limited to not more than

12 'onths in any consecutive five-year period, except for: . . .

E. Newborn or adoptive child care leave under provisions of

MSR 356 -18 -130; or . . .

3c6-18-150 Leave - Newborn or Adoptive Child Care - Provisions

Child care leave without pay may be authorized to a permanent
employee who is the parent of a newborn child or is the adoptive
parent of-a child if the leave is requested in advance by the
employee (leave must be requested within 60 days of adoption). The

duration of the leave shall be no more than six months. Prior to

taking child care leave, employees shall indicate in writing the
duration of the leave. Employees shall be allowed to use their

accrued vacation leave, or any portion thereof, in conjunction with
unpaid child care leave granted in accordance with this Rule.
Because of operational necessity, an agency may deny child care

leave. In such cases, employees shall be informed of their right

to petition this decision to the Director of Personnel. The Director

may require that child care leave be granted by the agency upon

petition by the employee. When an agency denies child care leave

under this Rule, and the Director of Personnel does not require it,
an employee who vacates her/his position for the purpose of child

(2)

(3)
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care may request re-employment at any time within a six-month
period after vacating the position, and after such request to the
Department of Personnel shall be offered the first opening in the
feller clas$ and work location. This offer of employment shall
take precedence over all registers except the reduction-in-force

register?

Agency Survey Questionnaire - -"What is your agency's policy regarding

Newbote4400tlye OhilOrtare Leave Without Pay?

Most agencies have no formal written policy on this type of leave,
hut-indicated they follow Merit System Rule 356-18-150. Several

agencio$ explain that they have never denied a request for such
leave $00 that they attempt to be as flexible as possible in meeting

!ReleYae 00!,

2. PAID SICK LEAVE USE IN CONJUNCTION WITH NEWBORN - ADOPTIVE CHILD CARE

LEAVE WITHOUT PAY

Merit System Rules

356- 18-060 Paid Sick Leave - Use

(1) Personal Illness: Accumulated sick leave shall be granted
When an employee is required to be absent from work for any of
the following reasons:

A. Illness or injury of the employee or for preventative

heelth clue.

B. Exposure of the employee to contagious disease Wien
attendance at work would jeopardize the health of others.

C. Disability of the employee due to pregnancy or childbirth.

(2) Illness of Relatives or Household Members: Accumulated sick
leave shall be granted up to five days for each occurrence or
as extended by the agency when an employee is required to be
absent frPM rrgrk for any of the following reasons.

A. Illness, injury or preventative health care of members of
the employee's household or relatives of the employee

that requirls the employee's attendance. . .

356-18-070 ,Slck Leave Reporting - Payment

( ?). . .A medical certificate must be required if the reason was
personal ilTnods a$ Cited in MSR 356-" -'70(1) A., B., or C., and
continued far More then ten continuous work days."

Agency Survey Questionneire--0Does your agency allow paid sick
leeverte used-in. conjunction with Newborn-Adoptive Child Care

Leirie Without Pay? If to, under what conditions?"

-2-
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Most agencies limit sick leave use to periods of disability or

illness, injury, or preventative health care of the eioloyee or

household members; with many of these indicating doctor's statements

would most probably be required. However, some of the alencies

indicated they automatically allow up to ten working der, but

would require a doctor's statement for sick leave use beyond that

amount.

Five agencies allow unlimited use of any or all accrued sick leave.

One agency does not allow use of sick leave during leave without

pay.

Agency Surve/ Questionnaire -- "Would your agency support a rule

change to allow employees to utilize all accrued sick leave during

their Newborn-Adoptive Child Care Leave absent any disability or

illness?

15 = Yes

11 = No
3 = With limit
3 = Other

A sampling of the agencies' comments supporting such a change

- Current and past practice has been to allow the use of any or
all accrued leaves whether it be sick, annual, or compensatory

time.

- Have tried this in individual cases and it seems to work well.

- Some doctors do issue medical leave statements for natural

mothers of newborns; while others do not. In order to apply

a consistent policy, fair to all employees in similar circum-

stances, would support a rule change.

- The decision of what kind of leave to use and how much should

rest with the employee.

- Employee is entitled to it and should be able to use it.

Those agencies opposing such a change offered the following rationale.

- Cost impact in fee for service programs. Also, such an employee

upon return, would have zero sick leave.

- This could be abused, especially if a person did not really

intend to return to work at all. Sick leave is an "insurance

policy" against serious illness or accidents and should be

used prudently in order to avoid financial difficulties should

this occur.
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- Newborn-Adoptive child care is a product of individual choices.
Sick leave is in concept a form of leave to deal with situations
that are not a matter of choice.

- To allow sick leave to be used beyond the period of actual
disability (generally 6-8 weeks) is not appropriate and could
lead to other problems. Also, would encourage employees to
use their sick leave so when they return to work they would
have no sick leave in case they or their children became ill.

- Feel sick leave should only be taken for those purposes as
listed in MSR 356-18-060.

- Present rules adequately provide for leave (paid and without

Pay).

- Child care leave is not an illness. We feel employees are not
entitled to use sick leave when they are not ill.

- Such proposal would raise the possibility of a legal challenge
based on Title VII, the 1964 Civil Rights Act, as amended. An

alternative may be a cafeteria-style benefit package. Such
arrangements could not only answer the legal question, but
also address concerns from other groups with special needs;
i.e., the disabled.

Three agencles would support a change to allow use of sick leave
beyond just the actual period of disability, but with a limit; two
agencies indicated a need for further information and clarification
in order to reach a decision; and one agency suggested a study of
the costs and impacts before such a rule is proposed and further
indicated that such a change should permit sick leave use, but not
Aandate that the agencies grant it.

3. PAID LEAVE TO PROVIDE FOR INSURANCE BENEFIT PAYMENT

tirencSma,,e--"Does your agency allow employees who
tai4NITWwern-AdcTotive-Mld Care Leave to use paid leave, at least
one day per month, for purposes of insurance benefit payment?"

31 a Yes
1 a No

4. MAXIMUM DURATION OF NEWBORN- ADOPTIVE CHILD CARE LEAVE WITHOUT PAY

Agency Survey Questionnaire -- "Would your agency support a rule

change to lengthen the maximum duration of Newborn-Adoptive Child
Care Leave Without Pay from the present six months? If so, to what
limit? If not, cxplain why."

9 a Yes

21 a No
2 Other 40
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The following is a sampling of the comments from those agencies

opposing such a change.

- Uncertainty of return limits ability to refill positions and

manage programs, lengthening it would be worse.

- Given the difficulty in filling short-term positions and

trying to manage the workload, feel six months is a reasonable

maximum.

- Based on intormal poll of female employees, six months is

enough. Also, beyond six months causes problems for employees

filling vacant job while employee is gone.

- Six months is adequate for mother to regain her strength and

stay at home. It's long enough for an agency to have to hold

a position -pen. The only exception to this would be for

serious medical or health complications accompanying the

pregnancy or birth.

- This is adequate time for the parents to arrange for child

care and for the mother to determine whether or not she wish's

to return to work. Further extension is too disruptive to

agency operations due to the need to backfill positions.

- Employees on leave r:thout pay are replaced with temporary

employees. For many of our career positions, it is hard to

recruit for a temporary appointment. Also, temporary appoint-

ments in excess of six months require the agency tc pay benefits

which, in many cases, the agency is not budgeted to handle.

- Present six-month rule is adequate. Ag3ncies have discretion

to grant an additional twelve months of leave witnout pay (MSR

356-18-140(3)).

- Most employees limit their leave without pay request to two to

three months. If they desire or require time in excess of six

months, they may apply for a standard leave of absence.

- It is difficult to keep a position open for more than six

months or to cover it with existing staff. Could cause severe

management problems.

The nine agencies supporting such a change did so with conditions

placed on such extensions. The following summarizes their ideas:

2 one-year limit
1 one-year limit with employee paying benefits after six months

2 0 nine -month limit
1 or twelve months in any consecutive five-year period (as for

other 'eaves without pay)
1 - increase limit as long as approval remains discretionary

1 provided that beyond six months is subject to director-level

approval with no appeal for denials

1 no limit indicated

-5-
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One agency indicated they would consider such a change, but felt a
review of specific rule changes, as well as any attendant rule
changes regarding types of leave to be used and the operational
impacts of extending child care leave, would be required. One
agency indicated mixed support for such a rule change.

5. SENIORITY ACCRUAL DURING NEWBORN-ADOPTIVE CHILD CARE LEAVE WITHOUT
PAY

Merit System Rule

356-05-390 Seniority

A measure of the last period of unbroken time served in positions
in the classified service under the jixisdiction of the State
Personnel Board . . . Leaves of absence granted by agencies and
separations due to reduction-in-force are not considered a break in
ser ice. Time spent on leaves of absence without pay is not credited
unless it is taken for educational leaves, or statutes require it
to be credited; or it is taken at the specific request of an agency
so employees may perform work specifically related to state work.
Time spent off the state payroll due to reduction-in-force will be
credited for that period of time the employee is eligible to be
placed on the reduction-in-force register. Leaves without pay
granted to directly or indirectly reduce the possible effect of
reduction-in-force will be credited in accordance with MSR 356-18-140
and 356-18-220. Leaves of absence without pay granted to employees
who are drawing worker's compensation because of injury or illness
while employed by the state will be credited. Time spent in exempt
appointatehts listed in RCW 41.06.070 will be credited and the
service will not be regarded as broken when the employees return
from exempt service in accordance to RCW 41.06.070(26), MSR 356-06-055
and MSR 356-30-330 . . .

Agency Survey Questionnaire -- "The Merit System Rules provide for

1-6i7of seniority for employees who take Newborn-Adoptive Child
Care Leave Without Pay, while seniority is not lost for time spent
on a RIF register, an educational leave of absence, during exempt
appointments, etc. Would your agency support a change to allow
seniority to continue to accrue during Newborn - Adoptive Child Care

Leave? With a limit? Please explain."

16 Yes

14 No

2 Other

Of the 16 supporting this change: Seven agencies indicated the
six - month maximum should remain; one suggested the leave should
be reasonable; one indicated the maximum should be as allowed at
agency discretion; and one felt the limit should be the same as the
two-year educational leave rule. Additionally, one agency supporting
`he change explained that such accrual should also apply to persons
who, due to extended illness or disability, must utilize leave

without pay.

-6-
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Comments offered in support of this change follow:

- Support on the basis that child care leave is on an equal
footing with educational leave, exempt appointments, etc., and

feel it is beneficial to have experienced employees return.

Therefore, it seems fair to allow them to continue accruing

seniority during leave.

- Although leave without pay is optional, there are many factors

involved when a couple or individual decides to have a child.

The agency recognizes this and feels the rules are somewhat
discriminatory when they allow for continuation of seniority

for educational leaves, etc.

- Since we do not deny time or seniority due to disciplinary

suspensions, it seems unfair to penalize employees for leave

to add to their family.

- This would address possible disparate impact between men and

women on the assumption that mothers use significantly more

newborn-adoptive child care leave than fathers.

- Would not only be fair to the employee it would also simplify

matters for agency personnel staff.

The agencies opposing such a rule change made the following comments

- Would create morale problems in subsequent RIF's, which we

experience fairly frequently.

- Time is not worked; therefore, seniority should not accrue.

- Such a change appears inequitable.

- Nonwork related leave without pay for child care or other

reasons should not merit the same benefit (as those cited).

- Continued efforts to dilute the seniority provisions are
making the determination of accurate seniority a nightmare

further increasing the chances of errors in adjustments, and

subjecting agencies to a vulnerable position during RIF's.

- Employees would have a genuine concern if they had never taken

any leave without pay and then were bumped by someone who had

taken or ass currently on leave without pay.

- The categories of leave without pay where there is no loss of

seniority are those where the employee had no choice but to be

in a nonpay status (RIF) or where the st.te would benefit

from, and the employees are encouraged to take leave (educational

leave). Newborn-Adoptive Child Care Leave Without Pay does

not fit these categories.
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- Having or adopting a baby is a personal choice and of little
(if any) benefit to the agency. All those allowances to
accrue seniority while on leave without pay are either to
potentially benefit the agency and/or the state as an employer.

- Newborn Child Care Leave and educational leave are the choice
of the employee and seniority should not continue.

- Don't think it is fair to those who take regular leave without

PAY.

- Department believes seniority should be a reflection of time
the employee remains in pay status. While the Personnel Board
has approved some exceptions to this policy (seniority credits
for employees receiving time loss compensation), these dr4
being granted for leaves over which the State has some
responsibility.

One agency indicated they would consider such a rule change.
Another agency indicated that such a change could be viewed as
discriminatory by other individuals who must utilize leave without
pay for a serious illness or injury to themselves or a relative and
who are not allowed to accrue; they cannot support or oppose without
further clarification.

6. SICK LEAVE USE FOR EMERGENCY CHILD CARE

356-13-060 Paid Sick Leave - Use

(5) In addition to the reasons listed above, emergency care of a
child in the custody of and residing in the home of an employee.
(Such use of sick leave s.411 normally be limited to a maximum
of one day per incident, and to three days in any calendar
year, unless extended by the appointing authority, and shall
be used only as specified in MSR 356-18-116.)

356-18-116 Leave Due to Child Care bzergencies

Absence due to an employee's inability to report for scheduled
work because of emergency child care requirements shall be authorized

in any of the leave categories listed below at the employee's
desire:

1 Compensatory time
2 Vacation leave
3 Accrued sick leave
4 Leave without pay

Agency Survey questionnaire - - "In applying the provisions of Merit

System Rule 356-18-060(5) - Use of Sick Leave For Emergency Child
Care - -is your agency flexible in allowing extensions of the one-day

per incident language?"

26 Yes

2 No
4 Other
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The "Other" category includes two agencies who indicated the issue

has not specifically came up in their agency; one agency did not

provide a response; and one indicated they have no infonnati,A on

why supervisors have approved sick leave so they do not know the

answer.

Agency Survey Questionnaire -- "Would your agency support a rule

change co modify this provision? If so, how should the rule be

revised?"

12 Yes

16 No

4 = Other

Those agencies supporting a rule change offered the following.

- Should be increased to two days per incident and up to ten

days par year, but limit to that. Take out the word "normally";

it's too ambiguous and interpreted differently by agencies.

- Allow appointing authority to determine appropriateness of

such requests, within a maximum of five days.

- Up to three days per incident and up to 15 days in calendar

year.

- Perhaps we do net need a limit.

- Support a rule change which would allow equal flexibility to

all state employees.

- The two rules should be integrated and some method of control,

monitoring or discretion given back to the agencies to allow

us to minimize abuse.

- Normally be limited to a maximum of two days per incident, six

days in any calendar year, unless extended by appointing

authority.

- No more than three days per incident and no calendar year

limit.

- Ten days per year without limitation on use; or nine days per

year with three days per incident limitation.

The agencies opposing the rule change indicated the following.

- Current rule provides the flexibility to address emergency

child care issues.

- Current rule is flexible enough to allow exceptions to be

granted by appointing authority.

- Agencies should be allowed to manage this on a case-by-case

basis.

-9-
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- Since this rule is discretionary and permits exception, do not
consider revision to be of major importance.

- Don't believe this rule is appropriate for use of sick leave.
Would rather see employees use leave in the same fashion as
"inclement weather" rule.

Other responses to this question by agencies were:

- Rather than revising the rule, we should ensure the State day
care center is available on a reasonable fee basis to drop-ins
when the "usual" day care arrangements fall through.

- Neither pro nor con.

- No opinion.

- Would consider such a rule change.

7. NEWBORN-ADOPTIVE CHILD CARE LEAVE -- STATISTICS

Agencies were asked to provide :tatistics, for the last year,
on the use of newborn-adoptive cild care leave and the sick leave
used with such leave.

Of the 32 responding agencies, all except four (large agencies) were able

to provide the requested statistics.

A summary of the statistics, as provided, follows.

A. Number of Newborn-Adoptive Child Care Leave Without Pay Requests:

0 = 4 agencies
1 = 6 agencies
2 = 2 agencies
3 2 agencies
4 = 1 agency
5 = 2 agencies
6 = 4 agencies
7 = 2 agencies
8 = 2 agencies

18 = 1 agency
27 = 1 agency
29 = 1 agency

B. !lumber of requests approved:

The agencies approved all requests.

C. Length of Each Leave Without Pay Approved:

The length of leave varied from as little as one workday up to

six months. While there were many that listed six months;

many also ranged from two to our months.
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D. Number of Paid Sick Leave Days Used in Conjunction With Newborn -

Adoptive Child Care Leave Without Pay:

Again, these answers varied widely - -with some employees using

no sick leave and one using as much as 39.5 days.

Same examples of duration of leave with amount of sick leave

used are shown below for display purposes.

Duration of Sick Leave

Leave Days Used

3 months
6 months
6 months
6 months

23 days
3 months;
3 months;

2 months;
3 months;
14 weeks
9 weeks

13 weeks
19 weeks

5 days
3 days
9 days
26 days

2
2

23
39.5

1.5

8
0
0
21

10
0

15

15

8. REEMPLOYMENT PRIORITY

Merit System Rule

356 -26-030 Register Designation

This rule outlines the list of registers and their order of use

The Reemployment register falls in order as shown below:

- Agency Reduction-in-Force

- Service-Wide Reduction-in-Force

- Dual-Agency Reversion

- Agency Promotional

- Service-aide Reversion

- Transfer
- Voluntary Demotion

- Service-Wide Pramotionai

Reemployment
- Inter - System Employment

- Open Competitive

356-30-220 Reemployment - Status

Any person who has rereived permanent appointment to a
the State service and *ho has separated therefrom, may

to a position with the same or similar duties to those

performed, provided he/she has been certified from the

register.

-11-
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enc Surve estionnaire- -"Would your agency suppo..t creation of

a new r ster es gnat on for employees who resign ftr child care

reasons to allow then priority reemployment opportunit'es? If so,

over what existing registers should such a register be placed?
Under what conditions should former employees have access to this
register?"

9 a Yes

19 No
4 Other

The following specifics were provided by the agencies supporting

this change:

- Register should be placed after service-wide RIF; agency

reemployment rather than service-wide. Recommend a limit of
12-18 months for amount of time a person could be on register.

- Register should take precedence over all except RIF registers.

- Placed over Reemployment, Inter-System Employment, and Open

Competitive registers. Time limit to get on register should
be not more than five years from date of child's birth.

- Placement should not be higher than current reemployment

register. Current register composition would work if the rule
were changed to increase application time from 5 to 10 years

for those who resigned for newborn-adoptive child care reasons.

- Unranked register between service-wide reversion and transfer

register. Employees would be referred to all agencies statewide.

- Propose it be placed between service-wide promotional and

reemployment. Former employees should be allowed access to it

within five years from date of separation.

- Everyone who resigns due to child care leave could be placed
on reemployment register after agency promotional; up to two

years to reapply.

- Should be located between the service-wide reversion and
transfer registers and unranked; two-year period to get on and

two years to stay on.

The agencies opposing creation of a new register supplied the

following consents.

- Current rule is fair and adequate.

- Current reemployment register is appropriate for all employees

who have previously resigned.

- Resigning a position is strictly voluntary and existing rules

adequately address issue of reemployment.
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- Don't feel a new designation is necessary. In most cases,

reemployment names are reachable.

- Resigning for child care reasons should be treated the same as

any other resignation.

- Creation of a net register designation for employees who

resign for child care reasons appears unfair to other job

candidates.

- Already an excessive number of registers. This aspect of the

personnel system is very complicated and difficult for anyone

to fully understand. The system of registers should to

simplified.

- Employees who resign for child care reasons should continue to

be eligible for the reemployment register. A special designa-

tion could be made to distinguish between those who resign for

coild care versus other reasons. This designation should be

evident during browse to encourage agencies to use the reemploy-

ment register.

- It would be difficult to show that a person who had resigned

for child care reasons had a more critical need for employment

than other persons seeking employment with the state.

- Waving two separate reemployment registers would increase

personnel costs and would not serve a useful purpose. Do not

believe employees who resign for child care purposes should

have priority over employees who resign for other personal

purposes.

The following suggestions were also received.

- Difficult to address as it doesn't define "child care" reasons;

i.e., due to serious illness or injury of child, inability to

obtain baby sitter, or simply to stay at home with child.

Creation for those required to resign due to serious injury or

illness of child would possibly receive support of agencies/

unions. Would suggest eligibility be expanded to individuals

who resign due to their own serious illness/injury (should be

doctor-documented). Would suggest placement as register #5,

over transfer, voluntary demotion, service-wide promotional,

reemployment, inter-system employment, and open competitive.

- Employees resign every day for reasons just as compelling as

this, i.e., to care for a dying parent. Rather than give this

group preference, why not move the reemployment register

directly under agency promotional. Would give all employees

whose lift circumstances forced them to resign a much better

chance to regain employment.

- Do not believe employees who resign for child care reasons

should be treated differently than other employees who resign

-13-
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for legitimate reasons and later seek reemployment. However,
have in the past and would now support a change to allow
agencies to reach candidates on reemployment registers without
first exhausting promotional registers.

9. REINSTATEMENT OF cENIORITY UPON REEMPLOYMENT

Agency Survl Questionnaire - -"Should individuals reemployed through
such conditions be allowed to reinstate their former seniority (or
some portion thereof) upon return?"

11 Yes

16 is No
5 Other

Fran those that supported such a change, the following was offered.

- Twc indicated they would support this change if it applied to
all other categories of reemployment.

- All of the seniority should be reinstated.

- Everyone should get seniority returned, if return to employment
within two years from date of resignation.

- If return within two years, they may reinstate their seniority;
after two years, treated as a regular reemployment.

- Female employees should not be penalized for assuming the bulk
of child care responsibility. The majority of women in today's
society need employment and yet are still considered to be the
primary child care provider. Child care for infants and
toddlers is limited and often expensive, and that coupled with
loo wages frequently forces women to remain in the home during
their children's early stages of development. Department
would consider a rule change that enabled employees to recover
their seniority provided they return to employment within two
years 'ollowing a child care related termination.

- If return is within two years, full seniority should be
reinstated.

Comments from the agencies who opposed such a change follow.

- It may be difficult to justify, and even discriminatory, to
reinstate seniority upon return since the employee chose to

terminate employment (resign).

- This would tend to penalize parents who choose to work. Those
who stay would have the same seniority as those who resign.

- Resignation motivated by child care needs is only one of many
situations for which an argument for special consideration

could be made. Resignation motivated by needs for the care of

-14-
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elderly parents could deserve as much or more consideration in

the future. Existing reemployment provisions are probably the

fairest accommodations.

- Present rules allow for up to 18 months of leave without pay

from which employees can return with their seniority. This

seems adequate.

Three agencies offered no response to this question. One suggested

that If the requested "eave is denied, the former employee's senior-

ity should be reinstated, adjusted by actual time off the payroll.

The final response indicated that allowing reinstatement of seniority

may be an option depending on circumstances, i.e., basis for estab-

lishment of register, eligibility criteria utilized, time limit

established, etc. Other individuals who quit and then reemploy

who are not granted the same right could view such as discrimination.

10. TANDEM/PART-TIME EMPLOYMENT

Merit System Rules

356-05-235 Part-Time Em le

Work of less than 40 hours per week. However, for certifica-

tion from registers, work of less than 32 hours per week shall

be considered part-time.

356-05-410 Tandem Employment

Any position filled by more than one employee as voluntarily

agreed between management and enployee(s) who jointly fulfill

the responsibilities and duties of the position(s).

Agency Survey Questionnaire--"What is your agency's policy on

tandem employment?"

Most agencies indicate they have no formal written policy regarding

tandem employment, but they do allow such employment upon employee

request. Several agencies indicated they do not use tandem employment;

with one indicating it is not allowed.

Agency Survey Questionnaire--"If possible, please provide the

number of employees presently sharing jobs?"

0 17 agencies

Less than 10 12 agencies

10-20 2 agencies
No Data 1 agency

Agency Survey:Questionnaire--"What is your agency's policy on

part-time employment?"

Most of the agencies allow part -time employment, but do not have a

formal written policy. Some indicated very strong support for the

use of part-time mnployment. A sampling of agency camnents follow.



- Use when budget or program needs require.

- As needed for our agency purposes, rather than as an accommoda-
tion to employees.

- In most cases, it is approved whenever employee requests.

- It is utilized when part-time work meets the needs of the
agency and employee.

- Agency utilizes a substantial number of part-time employees.
Benefits to the agency are so great have more part-time employees
now than ever before. Employees (although initially will'ng
to accept fewer hours to avoid a RIF) have since indicated a
preference for part -time, and generally get the same performance

levels in terms of measurable output in a 6-hour day as were
getting in an 8-hour day.

- In those cases where an employee requests part-time employment,
generally due to medically related problems of either themselves
or a family member, the agency attempts to accommodate the
request.

- It is up to each division to determine if part-time employment
best suits the needs of the agency and the work to be
accomplished.

- Consider each request individually based on the impact of the
employee's request upon their section and the agency.

Agency Survey Questionnaire--"If possible, please provide the
number of agency engiViii-Oresently working part-time on other
than a tandem/job-sharing arrangement.'

0 = 3 agencies
Less than 10 = 11 agencies

10-19 . 5 agencies
20-29 = 1 agency
30-39 = 0 agencies
40-49 m 1 agency

50-100 = 2 agencies
100-500 = 1 agency

Over 500 = 2 agencies
No Data = 1 agency

Agency Survey Questionnaire--"If possible, please estimate the

number of employees who work on either a tandem or part-time basis
in' order to accommodate their child care needs."

52
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For those that had the data available, the following shows the

number who work part-time to accommodate their child care needs

compared to the total number who work part-time.

Part-Time For Total Number

Child Care Needs Part-Times/Tandems

4 5

6 24

4 14

2 3

5 21

4 5

0 120 (int2nnittents)

0 3

743 15

0 9

3 6

1 4

0 1

2 4

3 11

2 8

1 1

0 1

1 3

Aprox. 50 67

Agency Survey Questionnaire --"Are there types of positions
in your

agency that could conceivably be performed on a job-sharing, tandem

arrangement that are not now?"

26 a Yes
3 = No

3 - Unknown

Many of the agencies indicated that nonmanagement/supervisory and

clerical positions would be the most likely to be appropriate for

job- sharing /tandem assignments.

Agency Survey Questionnairt ,"Are there positions that could not?

(mole% why.'

Almost all agencies indicated there were positions that could not

be performed on a job - sharing/tandem arrangement. The most frequently

given response was management/supervisory positions as it is felt

these require continuity and
effectiveness would be reduced.

11. FLEXIBLE WORK SCHEDULES

Merit System Rules

356-15-095 Flexible Time Scnedules

Each agency shall develop one or more flex-time schedules, all of

which contain required fixed core hours of work, and each of which



requires regular starting and quitting times other than 8 3.M. to
5 p.m., subject to the following conditions:

(1) No such schedules need be established if the agency head
determines that such schedules would impede service to the
public or impede the agency in accomplishing its mission.

(2) The agency may assign or reassign any employee or group of
employees to any such schedule, subject to provisions of MSR
356.15-090.

(3) Employees may request assignment to flex-time schedules and
the employing agency may grant or deny such assignment.

(4) Flex-time schedules arfecting employees in a certified bargaining
unit must be negotiated with the exclusive representative.

Agency Survgy Questionnaire- -"Has your agency established flexible
work schedules under the provisions of MSR 356-15-095? If so,
please list them an4 provide the approximate number of employees
using them?"

27 Yes

3 No

2 . Developing policy

Not all of the agencies provided the actual work schedules and
statistics on their use. However, the following work schedules
were given.

6:30 a.m. - 3:30 p.m. (1 hr. lunch)
7:00 a.m, - 3:30 p.m. 1/2 hr. lunch)
7:00 a.m. - 4:00 p.m. 1 hr. lunch)
7:30 a.m. - 4:00 p.m. 1/2 hr. lunch)
7:30 a.m. - 4:30 p.m. 1 hr. lunch)
8:00 a.m. - 4:30 p.m. (1/2 hr. lunch
8:30 a.m. - 5:00 p.m. 1/2 hr. lunch
8:30 a.m. - 5:30 p.m. 1 hr. lunch)
9:00 a.m. - 5:00 p.m. no lunch)
9:GO a.m. - 5:30 p.m. 1/2 hr. lunch)
9:00 a.m. - 6:00 p.m. 1 hr. lunch)

Statistics on use, where provided, range from just a handful of
employees using flexible schedules to over 500 employees in one
agency. Most agencies appear to have a wide representation of
staff utilizing such schedules; with one agency indicating that 90%
of their employees work a schedule other than 8:00 a.m. - 5:00 p.m.

Agency Survey Questionnaire--"If possible, please estimate the
number of employees who work flexible work schedules to accommodate
their child care needs "

Most agencies were unable to determine the number of employees who

work a flexible schedule in order to meet their child care needs.
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The following shows the number of those who could make an estimation.

Estimated Number
of Employees Using
Flex-Time for Child

Care Reasons

Total Employees
Using Flex-Time

X4 72

32 214

1 8

1 5

6 15

1 4

10 37

19 132

2 47

22 62

Agency Suriy Questionnaire -- "What problems, if any, have these

flexible schedules created for your agency?"

Sixteen agencies using flexible work schedules report no problems.
The following outlines the problems four' in the other agencies.

- Need for supervision at other than 8 to 5 hours of employment

and more difficult to provide 8 to 5 coverage all the time.

- Coverage and client contact. This is particularly true when

we provide services to other agencies or interface with private

sector entities who work "regular" hours.

- Problems include questions which arise concerning specific

work one person may be assigned or requests for information

from the public. Problems also arise when an employee calls

in sick or takes annual leave, with the remaining employees in
that section being flexible work scbldule employees. For the

most part, those problems are minimal.

- Same problems in regard to lack of supervision in the early

morning hours preceding 8:00 a.m.

- In large units, it is hard to keep track of staff, especially

to ensure no unauthorized overtime (an issue with the Fair

Labor Standards Act). Also, when the workday extends more
than eight hours, there isn't adequate supervisory coverage

during all non-core hours. Finall:, many employees may work

the same schedule (i.e., early schedule for summer months)

which would limit availability to serve the public during some

business hours (e.g., late afternoon).

- One section hP.d a problem with a lack of supervisory coverage

during early flex-time hours. Adjustment of schedules resolved

this problem. Another problem involved employees who came to

work at different schedules, and tended to disturb others who

were working. This has also been resolved.

-19-
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- Some problems experienced are: difficilty in locating informa-
tion after 3:30 p.m.; arranging meetings; inability to prove
tardiness or nonproductivity for those employees on early
schedules; poet use of supervisory time needed to handle
nonsupervisory duties 'hen subordinate staff are not there;
and the assumption by employees that a flex-time schedule is a
right rather than a privilege.

- Hinor supervision hassles, recordkeeping, and public telephone
coverage can be difficult.

- In a high-volume office, these working the 8 to 5 schedule
assume the workload of flex-time employees in their absence.

- Problems arite where employees in the same office arrive and
depart from work at d:fferent times. Such arrangements make
it difficult for supervisors to ensure punctuality and also
detract from productivity by increasing the length of the
greeting/coffee period at the start of the work shift.

- Employees who develop poor work habits may be required to work
an 8-5 workweek while Moser supervision is needed.

12. FLEXIBLE WORKPLACE/LOCATIONS

Agency Survey Questionnaire - -"Does your agency utilize any flexible
workplace/location options? If so, please describe them and provide
statistics on their use."

6 Yls

26 No

The following comments were provided by the agencies that have
utilized flexible workplace/location options.

- Nearly all of our field employees work out of their 'vines and

set their own schedules. With the increased use of PC's that
can tie into the Prime, our biologists are finding their
required time in to office reduced, and their location options
increased.

- Have had several cases where, clue to illness, disability, or
childbirth, the employee took a personal computer home and did
work there. This will probably increase in the future as the
technology improves. We also have "dial up" terminals which
allow the user to dial into the mainframe and access these
applications which he/she would normally use in the office.

- One employee works out of hone on a regular basis. Other

employees may also work out of their homes on an intermittent
basis.

- By the nature of our field operations, many employees have a

geographic area as their workplace rather than an office or
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agency facility. They begin their workday by getting into an

agency vehicle parked outside their home. Have no flexible
workplace/location options for employees who are not part of

our field operation.

- Employees may be allowed to work at home. Have several data

processing personnel with computer terminals in their homes,
and one professional who reports to the office once a week to

pick up materials. Also, employees recovering from surgery or
a major illness may be allowed to work at hone, provided they

are dependable employees. All are required to maintain time

sheets to record hours of work.

- Half-time works out of home. This employee has everything at

home -- personal computer, files, phone. Works from 8 a.m. to

noon, calls in every day. If leaves, phone calls are forwarded

to office. Requires increased coordination and planning with

office.

Agency Survey Questionnaire - - "If your agency has

flexible workplace/locations, are there types of

might be able to utilize such a concept? Please

Most agencies indicated that, for the most part,
utilize the flexible workplace/location option.

follows.

not considered
positions that
describe."

they could not
Rationale provided

- Mission of the agency does not lend itself to flexible workplace/

locations since a large majority of employees work within

correctional facilities/institutions.

- Have not considered this concept as most positions provide

direct service to clients/public.

- Due to the high use of personal computers and reference to

data on file in the Commissioner's Office, flexible workplace/
locations are not feasible.

- Because of the nature of the department's responsibilities,
flexible workplace/locations would not be applicable.

- The number of agency pe-Jonnel and the mandated operational

requirements placed on agency precluda such options.

The few that felt this option might be possible primarily indicated
that it could conceivably only be used by clerical, word processing

and data processing.

13. AGENCY OPINION OF ACCOMMODATION OF CURRENT RULES

Agency Survey Questionnaire -- "Does your agency believe the existing
MSR's provide adequate acconoodation to working parents to meet

their child care needs?"

20 = Yes
12 No
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Of the twelve who believe the MSR's do not provide adequate accommo-
dation, many indicated they had supported previously suggested rule
changes. In addition, the following input was provided.

- Paternity care should be allowed, maximum 7 days.

- They are particularly restrictive with respect to the husband's
sick leave for the wife's maternity and childbirth.

- Believe that a rule to allow employees one day a month leave
for insurance coverage is desirabTe. At present, this is left
to the discretion of the agency.

14. COMMUNICATION OF PERSONNEL RULES

Agency Survey Questionnal. -- -"Now are your employees informed about
existing provisions in the NSR's?"

There were as many varied answers to this question as there are
agencies. Each agency approaches this in its own particular fashion.
A sampling of various methods used is given below; some agencies
indicated they utilize more than one of the methods.

- "Welcome to State Service" booklet
- Upon request for information
- New essployee orientation program

- Employee/staff handbook (agency unique)
- Agency newsletter
- Memorandums/correspondence to staff
- Meetings

- Employees encouraged to ask specific questions of supervisors,
personnel and payroll officers

- Distribution of Merit System Rules
- Agency policies/procedures manuals
- Provide supervisory training
- Through union representatives
- NanagemLAt meetings; managers then relate information to

employees
- Training workshops

- Copies of MSR's available for review throughout agency
- Changes posted on agency bulletin boards

Agency Survey Questionnaire--"Are all of your agency managers/
supervisors informed of these provisions? How?"

All agencies indicate their managers/supervisors are informed of
the provisions. Examples of the methods given are listed below.

- Same fashion as employees are informed
- Annual meetings with all supervisors
- All currently employed managers have been in system long

enough to have encountered Newborn-Adoptive Child Care situ-
ation; they check with personnel officer when an employee
approaches them

-22-
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- Top and mid-level managers have copies of MSR's

- Personnel Managers Handbook

- Written guidance on MSR interpretations

15. ADDITIONAL AGENCY SUGGESTIONS/CONCERNS FOR LEGISLATME

Agency Survey Questionnaire--"Are there any additional suggestions

or concerns your agencyWild lfte to have conveyed to the legislature

through this study?"

Additional information pr tided by the agencies is given below.

- Like to emphasize that we strongly believe some provisions

should be made whereby an employee who must have a break in

service to accommodate child care situations has access to

reenter the system with as little disruption to their career

as possible. We believe the establishmet of a separate

register and the continuation of seniority would be two steps

toward correcting this situation. Since quite frequently the

general reemployment register is not used by agencies when

hiring, someone who has had to terminate doe to child care

frequently has to attempt to reenter state service through an

entry level position. This results in many over-qualified

people competing for entry-level positions which in turn

results in a high turnover rate. Therefore, we feel it is

appropriate to make whatever changes possible to correct this

situation.

- Flex-time should be a mandatory offering to staff.

- Perhaps additional assistance in providing day care facilities

or financial assistance for day care.

- Employee child care centers should be established in locations

where multiple state agency operations exist if there is a

demand for such services. Child care centers having 24-hour

schedule should also be considered to accommodate working

parents/single parents who are working or may wish to work on

a shift other than the 8:00 ciao. to 5:00 p.m. day shift. If

state government wants to attract and retain qualified employees,

it must consider lorkforce trends that clearly indicate competi-

tive employers are addressing child care needs.

- More child care centers for state employees should be established

in locations convenient to the work locations. Costs should

be borne by the people who use then.

- Encourage more information/availability of a state-sponsored

day care center at reasonable fees based on the income of the

parent(s). Stress belief that the beet resolution to the

problem of child day care is to support a state - sponsored day

care center that is reliable, reasonable, and that parents an

have confidence in the quality of care provided for each

child.
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- This survey does not address all of the child care needs of
full-time employees. Some may be addressed as a followup to
the child care center demonstration project. However, child
care in the workplace may become an issue. We had one request
by a mother to take care of a young infant in the workplace.
A young infant sleeps a good part of the time. In one office,
school-age children use a conference room as a study hall while
waiting for their parents to finish the workday and then take
then home.

- State-sponsored child care should not be mandated unless the
legislature is willing to subsidize it. Such child care
should be administered only with stringent controls, monitoring
and extensive background investigation of child care staff.

- Continue to study and subsequently impl:ment state "supported"
day care centers. Parents/guardians should be charged a
monthly fee relative to the total family income.

- Child care subsidy.

- Child care centers more strategically located, especially
for children under two years of age.

60
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'LOYEE INPUT

As part of the study, in order to gain employee input, the depanment

held three "brown-bag' discussion sessions on Capitol Campus. These

sessions were intended to provide employees an opportunity to share

their ideas, concerns, and suggestions with the Legislature.

The following summarizes the comments and questions as they were presented

in those sessions. This section also includes comments received through

individuals contacting the department's Special Progeams Coordinator

directly.

Agency Application of Merit System Rules

- While the Merit System Rules (MSR's) may be somewhat flexible, some

individual agencies/offices may be applying them too stringently.

- The agencies are not applying the MSR's in a consistent fashion.

An example cited is that many agencies allow exhaustion of all

accrued sick leave during Newborn-Adoptive Child Care Leave Without

Pay; while others do not. Even within some agencies this particular

rule is applied inconsistently by different offices. Many employees

felt this inequity should be eliminated through a rule c4ange to

allow total use of accumulated sick leave by all agencies. (Some

employees felt that if parent employees are allowed to use all sick

leave during Newborn-Adoptive Child Care Leave Without Pay, perhaps

all other employees who take Leave Without Pay absences should also

be allowed unlimited sick leave usage.)

- Some agencies ensure that employees who take Newborn-Adoptive Child

Care Leave Without Pay return to the same job, others do not.

Employees felt this should be an absolute right of return.

- Employees question if all agencies are aware of exactly what is

available and allowable by the MSR's.

- It is felt that there really is no cIrtain way for employees to

find out what is available or allowable by the MSR's. In some

agencies you ask around; you may get inaccurate information from

supervisors/managers; and when you continue to "dig" into it further

other possibilities may come to your attention.

Child Care Leave

- When an employee resigns to care for young children, seniority

should be re4nstated when they become reemployed with the State or,

perhaps, after a certain period of reemployment. There should be a

limit on the length of resignation in order to gain seniority

credit, but no length of time was defined.

- A suggestion was made to allow employees who have taken Newborn -

Adoptive Child Care Leave Without Pay to voluntarily pay into the

Retirement System for such leave and have it count toward their

retirement time.

-25-
61



Tandem/Part-Time Employment

- It was pointed out that tandem/part-time employment presents a
unique problem in that PERS Plan 2 (Retirement System) employees
must work at least 90 hours a month to receive retirement credit.
Since most tandem arrangements are a 50-50 split, which normally
amounts to about 80 hours per month, this may be a disincentive to
employees. Legislative change was recommended.

- Some employees felt the State should offer an automatic option
after six months of Newborn-Adoptive Child Care Leave Without Pay
for employees to return to part-time employment (up to 80%).

- Tandem employment costs an agency twice the amount for employee
benefits. Many agencies, who might otherwise be willing to offer
such arrangements to their employees, simply cannot afford to. Is

there some way to give agencies a break so they would be better
able to offer tandem employment arrangements?

Flexible Work Schedules

- There is a need for more flexible work hours. While some agencies
may have several different start-end times, they don't allow for
flexible schedules where employees work 40 hours per week, but on
their own schedule. "Let me work as I need to so long as I put in
40 hours." Agencies don't seem to be allowing this, even for
Exception work period employees. This kind of real flex-time would
be an advantage to the employees.

- Many agencies have not even implemented staggered start-end times;
or certain parts of some agencies don't offer this option.

- The suggestion was made that the State (and 311 other employing
entities) should consider the 35-hour work week; King County has
gone to this with good results.

Leave Provisiuns

- Parents of young children need more sick leave. Perhaps the State
should allow parents 40 accrue sick leave at an accelerated rate;
to "buy" sick leave on future work time; to transfer sick leave
from one parent to another?

- Suggestion that perhaps the system should provide a new kind of

leave altogether; not sick or annual. This raised many questions
in a group discussion - -what about other employee groups who need
additional leave (e.g., disabled persons)? At what age do you stop
giving this leave? Is it discriminatory against persons without
children? (Some persons felt strongly that the State should be
able to give additional benefits to women for child care reasons
regardless of whether it appears discriminatory or not. Our future

is our children and we need to recognize that and make provisions
as a society.)
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- A suggestioh was made to give six .seeks of paid leave for Newborn -

Adoptive Child Care. (Group indicated this couldn't just be provided

to women, however, that it would have to be for both parents;)

- Employees who have only temporary/emergency appointments do not

accrue vacation leave; suggestion was made that they should.

- A suggestion was made that the system should provide more sick

leave for all employees on the same basis as employees accrue

annual leave; the amount earned grows based on length of service.

e2nefits

- Various benefits options could be offered (cafeteria-style benefits)

where employees choose fru' a list of benefits those they want. An

option could be additional sick leave - -same might choose that for

child care purposes, others might choose it for totally different

reasons (e.g., personal illness, care of aging parent); but that

way the State would not be discriminating.

- Idea of offering day care "chits" --in various amounts, like tuition

reimbursement, paid back by the State.

- Deduction of day care expenses from salaries so the employee won't

have to pay taxes on that amount.

- Need a way to guarantee continuing benefits (medical insurance,

life insurance, long-term disability, etc.), during Leave Without

Pay without the need to come back into pay status. A suggestion

wan made that deductions be taken out in advance, since one day per

month back in pay status may not cover all benefits depending on

the employee's voluntary deductions.

Agency Support

Some agencies are simply not as supportive as others. Same agencies

demonstrate little flexibility and seen to penalize employees for

their child care needs; while others are very helpful and accommodating.

- With budget and administrative concerns, etc., it seems that accommo-

dating employee child care needs are a very low priority for most

agencies.

- Employees are encouraged that Governor Gardner requested this

legislation, and they are Pncouraged by his covening of the Day

Care Task Force; however, the general feeling expressed was the

Governor's support needs to be better communicated to agency directors.

- Top agency management must be educated regarding the child care

dilemma facing working parent'''.
Managers are unwilling to pay for

what isn't needed; therefore, they must be convinced that it is

needed.
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- Thera does not appear to be an adequate sharing of information
between agencies. Some agencies who have successfully used, say,
part-time/tandem employment, should be sharing this so others might
be encouraged to do so.

Day Care -- Provision

- The State's day care pilot project is too small. It does not
accommodate enough State employees' children.

- Many questions were raised regarding the site selection for the day
care pilot project and why there aren't more such projects. There
were contents made that when the State leased all the Plum Street
buildings (Olympia), a child care facility should have been placed
there.

- Rates at the pilot project center are prohibitive; many State
employees cannot afford the fees.

- Suggestion made to run the pilot project center as a nonprofit
organization to enable it to charge lower rates.

- There was a general feeling expressed that the legislation requiring

the Department of General Administration to conduct a feasibility
study of providing space for day care in or near state-owned or
leased facilities (HO 1635) was a positive step by the Legislature.

- For persons desiring part-time employment, the cost of day care can
be prohibitive. Most day care providers (including the State's
pilot project) will accept children on a part-time basis, but
charge at the full-time rate. Employees expressed a concern that
the State is supporting the pilot project and yet it will not take
part-time children without charging full rates.

- Problem were noted in finding quality child care at reasonable

prices - -ind in getting children into such programs due to the
waiting lists.

- Suggestion that perhaps the State should have a program to subsidize
the cost of child care. The State, in effect, subsidizes other
kinds of benefits (e.g., employee parking), so why not child care?

- One employee provided an example of a working parent's income less
rent and daycare costs, along with what this individual would
receive on public assistance and with food stamps. In the example
provided, the individual would have more money each month on assist-
ance by not having to pay child care costs. The employee brings up
the question, "Why work when one would be almost better off not?",
and noted that anything that can be done for single working parents,
State employees or otherwise, would be a vast improvement.

- Given the low rates paid to child care providers, suggested that
perhaps the State should operate its own child care program and

hire State employees at more reasonable salaries to administer
quality child care.
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- A question was raised as to why the public schools aren't being

used for school age children for before and after school and summer

vacation care.

- Same employees feel that the Department of Social and Health Services

(DSHS) should be made aware of how many day care alternatives they

are eliminating due to their licensing regulations. It was noted

that due to the stringency of these regulations, many potential

providers cannot afford to ready a facility, and there was some

feeling that these regulations are too stringent.

- DSHS inspections of day care facilities are not as often as they

should be which contributes to a lesser quality of day care being

offered in some licensed facilities.

Miscellaneous

- Feeling that the State must be careful not to refer to pregnancy as

a "disability;" that this term may have negative connotations and

we need to be as positive as possible, to change attitudes to a

positive way of thinking.
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CONCLUSIONS AND RECOMMENDATIONS

Employee input indicates that there are areas where rule modifications would

serve to create a more supportive atmosphere in which employees could meet

their child day care needs.

Based on the institutions' responses to the survey questionnaire, it is

apparent that the majority opinion of those institutions is that the current

rules and practices adequately accommodate working parent concerns.

In order to carry out the directive of ERB 1656, and to ensure greater

consistency in the application of rules pertinent to working parent concerns,

staff will propose to the Higher Education Personnel Board that rules be

modified to include the following concepts:

Allow sick leave use to care for an ill child; i.e. beyond providing

immediate necessary care in an emergency situation.

Allow sick leave use for non-illness related child care emergencies; i.e.

absence of regular care provider.

An absence resulting from a child care emergency may be charged to accrued

sick leave, vacation leave, compensatory time, or leave of absence without

pay. Such use of vacation leave, leave of absence vithout pay, and

compensatory time will not require prior approval by the employing

official.

Leave of absence without pay may Ai to either parent for newborn

and adoptive child care.

For purposes of matftrnity leave, use of accrued vacation leave and leave

of absence without pay shall be granted for the duration of the disability

per-ad if the employee has not accrued sufficient sick leave. The length

of the di.otbility period shall be defined.

Establish flex-time schedules and offer schedule options to employees

where feasible.

Address flexible work place opportunites. This may encourage greater

utilization of such options.

Define job sharing arrangements. This will serve to increase employee

awareness of a possible alterative to full-time employment.

State higher education personnel law, ECU 28B.16.090, states that rules "shall

be acted on only after the board has given twenty days' notice to, and

considered proposals from, employee representatives and institutions or

related boards affected." The Higher Education Personnel Board is thus

precluded by law from adopting rules of its own volition without considering

system input. Therefore, the final outcome of the above proposals will

reflect this participatory style of rule development.

A more supportive atmosphere for working parents could be further enhanced
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through the establishment of institutional policies which allow parents to
make and receive phone calls for family problems (not just dire emergencies).
Such telephone access may well reduce stress caused by parental concerns.

The following innovations in employer provided child care benefits may be
worthy of the Legislature's consideration:

Parent Seminars

Seminars which focus on spending quality time with one's family, managing work
and testily responsibilities, locating quality child care, and identifying
community resources for working parents could be held on-site during
employees' lunch breaks,

Child Care Information/Beferral Service
The day care licensing agency could publish a booklet listing and describing
services available in communities. Personnel offices could then provide this
information to interested employees.In addition to providing employees with a
listing of child care providers, a referral service could also screen child
care options in order to tailor the options to the needs of the employee; i.e.
fees, hours, type of care, etc.

Vouchers
Some parenre are most in used of financial assistance to aid in paying for
dependable services. The cost of child care could be subsidized by providing
vouchers for partial payment to a licensed care provider. Vouchers could be a
component of a flexible benefits plan.

Flexible Benefits
Flexible benefit plans allow employees to choose from among various benefit
options, allowing employees to design a package which better serves individual
needs. Benefit options could include child care services or vouchers.
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CONCLUSIONS AND RECOMMENDATIONS

Based on review of the statutes and rules, responses to the agency

survey questionnaire, and the input from State employees, we have reached

some conclusions and, where appropriate, have made recommendations.

It should be noted that while the data from the agencies represents a
large proportion of the employers, the employee input portion includes

only a minute percentage of the State employee population.

Additionally, while we have attempted to outline the major items/issues

of concern in this portion of the report, the entire input as provided

should be closely examined for other issues, concerns, practices, etc.

LEAVE FOR CHILD CARE REASONS

-The Civil Service Law, 41.06 RCW, authorizes the State Personnel

Board to adopt rules concerning leave; it doe not specifically

address leave for child care reasons. The Board has adopted several

Merit System Rules pertaining to the use of paid and unpaid leave

for child care.

-The Rules allow agencies to grant up to six months unpaid leave for

Newborn-Adoptive Child Care (MSR 356-18-150). The Rules also allow

a general twelve-month leave without pay (MSR 356-18-140) that

could be used in admtion t6 the specific six-month Newborn-Adoptive

Child Care leave. Potentially, then, an employee could use 18

months of unpaid leave to care for his/her child.

-Most agencies are flexible in granting employees the amount of

leave requested. The length of leave has varied from as little as

one work day to six months.

-Most agencies and employees are not aware of the additional twelve-

month leave without pay option permitted by the Rules. This could

conceivably have caused employees to resign to stay at home with

their children beyond six months, thereby losing their former

seniority vnln resignation.

-Many requests for child care leave without pay are for less than

the six-month maximum (most probably due to economic reasons).

Recommendation: The Rules appear to be adequate in this area; however,

the data suggests the agencies and employees need to be

better informed of the option available to request/grant

an additional leave without pay beyond the six-month
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child care Dave, thereby potentially allowing employees
an 18-month leave without loss of previous seniority.
Recommend the Department of Personnel take steps to
ensure this provision is understood by agencies/employees.

PAID SICK LEAVE USE IN CONJUNCTION WITH LEAVE WITHOUT PAY

she Rules allow the use of paid sick leave for disability due to
pregnancy/childbirth, a i for the illness, injury, or preventative
health care of the employee and members of ...de employee's household.

- Some agencies allow unlimited use of sick leave in conjunction with
Newborn-Adoptive Child Care leave without pay.

-Most agencies allow use of sick leave only during periods of actual
disability, illness, Atc.

-Agencies have differing views of what constitutes 'disability" due
to childbirth (e.g., 4-6 weeks, only the time in hospital, etc.).

- Some physicians issue medical statements for natural mothers of
newborns, while others do not; this results in obvious inco- :en-
vies in use of sick leave.

- There is a mixed response from the agencies as to whether employees
shoula 'we able to utilize accrued sick leave in conjunction with
Newborn-Adoptive Child Care leave absent any disability or illness.

- Discrimination issues may be raised by allowing such unlimited use
of sick leave to only one group of employees.

Recommendation: There are obvious discrepancies in the allnwancs of paid
sick leave use in conjunction with leave without pay.
The Department of Personr11 intends to propose a revision
to the Merit System Rules to clarify the conditions under
which sick leave currently can and cannot be used.

PAID LEAVE TO PROVIDE FOR INSURANCE BENEFIT PAYMENT

-Employees on leave without pay (regardless of the reason for the
leave) do not receiveState-paid insurance benefits.

-Almost all agencies allow employees on Newt)rn -Adoptive Child Care
leave without pay to return to paid leave, at least one day per
month, to ensure their employee insurance benefits are paid by the
employer.

-The existing provisions allow employees to use their accrued vaca-
tion leave in conju.ction with unpaid child care leave.

-Some employees believe benefits should be paid during leaves without
pay without the employee returning to paid leave.
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Recommendation: Recoa. -nd no change to current provisions; aowever, the

Department will take action to ensure this prevision is

communicated to all Agencies and employees.

SENIORITY ACCRUAL DURING NEWBORN-ADOPTIVE CHILD CARE LEAVE

-The Rules do not allow employees to accrue seniority while on

Newborn-Adoptive Child Care leave. Seniority continues to accrue

on certain other types of leave without pay such as educational

leave.

-Approximately one-half of the responding agencies favor seniority

accrual during Newborn-Adoptive Child Care Leave and believe such

leave is as important to the State as the other types of leave

tnat do allow seniority credit accrual.

-Agencies opposing this vexual have legitimate .-easons for their

opposition (e.g., inequal treatment for others who take leaves,

seniority should reflect time worked, etc.).

Recommendation: A study of other public and private employers' practices

should be conducted to determine how the State compares.

SICK LEAVE USE FOR EMERGENCY CHILD CARE

-The Rules allow the granting of paid sick leave for emergency care

of a child in the custody of and residing in the home of an employee.

The Rule indicates such leave will "normally" be limited to one day

per incident and three days per calendar year, unless extended by

the appointing authority.

-Most agencies are flexible in administering this provision.

-Employee input does not suggest a problem with the Rule.

Recommendation: There does not appear to be any substantial reason to

propobe changes to the current Rules. Recommend no

change.

PRIORITY REEMPLOYMENT OF EMPLOYEES WHO RESIGN FOR CHILD CARE REASONS

-The Rules do not provide for priority reemployment of those who

resigned from State service for child care purposes and now wish to

return. Such persons are treated equally to those who resigned for

reasons other than child care.

-A majority of the agencies oppose creation of a new register to

allow such employees priority reemployment opportunities.
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-Many agencies feel all employees who resign shoule be treated
equally for reemployment.

- Employee input did not suggest a need for priority reemployment.

Recommendation: There does not appear to be substantial rationale to
provide priority reemployment opportunities for emp"..1yees

who resign fo' child care reasons. Many employees have
other compelling reascts to resign (e.g., care for dying
parent, critical illness of family members, etc.), and
should have equal access back to State employment.

REINSTATEMENT OF SENIORITY UPON REEMPLOYMENT

- The rules currently do not allow for the reinstatement of seniority
when a former employee re-enters State service.

- Approximately one-half of the respondiug agencies oppose reinstatement
of seniority upon reemployment.

-Many of the agencies supporting this coc:ept feel that Al persons
who are reempoyed should have their seniority reinstated.

Recommendation: Recommend no change to the current rrovisions. While
reinstatement of seniority upon reemployment would be
of benefit to employees who -esign for child care
reasons: there are many other compelling reasons for
resignation. Additionally, such reinstatement could

cause problems in a reduction-in-force situation.

TANDEM/PART-TIME EMPLOYMENT

- The Rules clearly allow for part-time employment (i.e., less than

40 hours/week) and tandem employment (job-sharing).

-Agencies appear to be flexible in arranging for part-time employment;

there are hundreds of part-time employees in the Merit System.

- Tandem employment is not in widespread use among agencies. Many

indicated that only limited kinds of positions lendei themselves to

tandem employment.

- Tandem employment may create fiscal problems for agencies due to

the need to.pay full employee benefits for each employee. The

Department of Personnel has considered the notion of a prorated
insurance system for employees who work other than full-time.
Such an approach would cause multiple insurance packages basFld

on the amount of time worked. It is felt such a system would
require a change in law, would be quite costly to administer,
ant may have an adverse effect on premium rates.



-Tandem employment creates a problem for employees due to a Retirement

System (PERS Plan 2) requirement to work at least 90 hours a month

to receive retirement credit. The Department of Retirement System

notes that changing this requirement would require a statutory revi-

sion and would mean increased costs. to the State as it would be

making contributions to the retirement system for employees not

currently covered.

Recommendation: Recommend no change to existing provisions.

FLEXIBLE WORK SCHEDULES

-RCW 41.04 and the Merit System Rules require agencies to adopt

policies providing for the use of flex-time. The Rules reauire

that the flex-time schedules contain mandatory core work hours and

starting and quitting times of other than the normal 8 a.m. to

5 p.m. awl^ ,ing agencies have the discretion to grant or deny

employees' requests for flex-time.

-Most agencies have developed fleA -time schedules with various

combinations of start-end times, ranging from 6:30 a.m. - 3:30 p.m.

to 9:00 a.m. - 6:00 p.m. A large number of employees presently use

such flex-time schedules.

- Same agencies experience various difficulties with the flex-time

concept; commonly concerning supervisory coverage.

- The use of "pure' flexible work schedules, where employees work 40

hours per week in any fashion that meets their needs, does not

appear to be offered by the agencies. Pure flex-time might better

accommodate employees' child care needs.

Recommendation: The Federal Fair Labor Standards Act, and the Merit

System Rules governing employee work schedules, would

make the use of "pure" flexible work schedules virtually

impossible for all but 'Exception" work period employees.

In addition, agencies would experience greater difficulty

in managing o'ograms and delivering services with such

scheduling f14(ibility. Recommend no change to the

current prorsions.

FLEXIBLE WORKPLACE/LOCATIONS

-The Rules are silent on the issue of flexible workplace. Therefore,

the employing agency has the discretion to allow an employee to

work at home rather than in the office (or some other flex-place

arrangement).

- Few agencies utilize such options. Most agencies do not feel such

options are workable or feasible.
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-The agencies that have utilized flexible workplace/locations have
done so on a limited basis, e.g., field employees who have few
office duties work out of their homes; data processing personnel
who have computer terminals in their homes.

-Employee input did not suggest a demand for such options.

Recommendation: It appears that, where they can, agencie. have attempted
to accommodate employee needs. However, many functions
cannot be performed away from the usual designated work
site. Tnere is an expressed feeling that with the in-
creased use of personal computers, such options may
become more prevalent.

Thee is currently no specific mention of flexible work-
place/locations in the Merit System Rules. The Department
of Personnel will propose addition of a definition in the
Merit System Rules to encourage more agencies to consider
these options where aprmpriate.

COMMUNICATION OF PERSONNEL RULES TO EMPLOYEES/MANAGERS

-At present, there is no centralized on-going effort to inform/

educate employees and managers of the provisions in the Merit
System Rules that specifically address working parents' child care
concerns.

-Agencies utilize a variety of methods to inform their employees and
supervisors/managers of the personnel rules.

-Some agencies have no consistent process for informing staff, but
rely on the employees to request specific information.

-Employee input suggests that employees have no guaranteed way of
knowing what options are available to them under the Merit System
Rules.

Recommendation: There is a need to ensure all employees, supervisors,
and managers are are of the provisions of the Merit
System Rules. While agency discretion is normally
authorized, employees should still be aware of the
options available to than under the Rules so they may
present requests to their agency management. Recommend
a brochure or other written material be designed by the
Department of Personnel to be share with all employees
on a routine basis. Also, recommend that DOP, in consul-
tation with the other agencies, offer short courses to
educate employees of their "child care" options under
the Rules.



INFORMATION AND REFERRAL SERVICES

- Currently, there are community-based organizations in various

locations throughout the State that offer information and referral

services within their communities. A plan for a network of day

care resource and referral services was included in the Department

of Social and Health Services' application for Federal funds avail-

able through PL 98-558. The plan includes creation of a day care

network and small seed gra -ts to community-based resource and

referral programs.

-The need for information and referral services did not surface

through employee input. Rather, the need for quality care at

reasonable rates was a key issue raised.

- A report from the Institute for Public Policy (see "Other Related

Studies" on page 37) will more completely address Information and

Referral Services and their benefits to both employees and employers.

Recommendation: Recommend any statute or rule changes be pended for

further study of the DSHS resource and referral network

plan and the report of the literature review by the

Institute for Public Policy.

DAY CARE -- FACILITIES /SUBSIDIES

Since the legislation required a study of pertinent statutes and rules

of our syatem, the Department of Personnel did not specifically address

the provision of day care in its study. However, many concerns and

suggestions were expressed by both the agencies and employees in relation

to the State's involvement in day care. While the complete information

supplied is included in the text of the study, the following summarizes

the key ideas expressed.

- Suggestions were made that employee child care centers should be

established in locations where State agency operations exist if

there is a demand for such services. Such centers should nave

24-hour schedules to accommodate all shifts rather than just

8:00 a.m. - 5:00 p.m. and rates should be teased on family income.

-Due to the lam rates currently paid to child care providers, suy -

gestions were made that perhaps the State should operate its own

child care program and hire State employees at more reasonable

salaries to adminis.er quality child care.

-It was suggested that the State should subsidize the cost of child

care for its employees.

- Public schools should be used to provide before and after school

and vacation care for school -age children.
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OTHER RELATEL STUDIES

While the scope of this study did not include an extensive review of
literature relating to employer-provided child care benefits, a report
is available from the Insti.tute for Public Policy of The Evergreen
State College.

Additionally, the six-month evaluation report of the Washington State
Employees Child Care Demonstration Project, as established in RCW 41.04,
was completed by the Department of Personnel in September. This report
has been shared with the Legislature. Additional copies are available
by contacting Lou Ann Dunlap, Special Projects Coordinator, Department
of Personnel.

SMART

While there are some revisions that can be made to the existing Merit
System Rules, the system does have a great deal of flexibility in dealing
with employee child care concerns. Perhaps the most apparent result of
the study is the need to gain a greater consistency in agency adminis-
tration of the Rules. Some agencies appear to demonstrate great flexi-
bility in administering the Rules; others demonstrate little.

Agencies could be further encouraged by the Legislature, the Governor,
an through any other appropriate means, to consider employee needs to
the extent possible. Certainly this legislatively-mandated study, in
large part, has provided some encouragement toward that end.
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